Newburgh, City of and City of Newburgh Unit, CSEA Local 1000, AFSCME, AFL-CIO, Orange County Local 836 (2017) by unknown
 
NYS PERB Contract Collection – Metadata Header 
 
This contract is provided by the Martin P. Catherwood Library, ILR School,  
Cornell University.  The information provided is for noncommercial educational use only.   
 
Some variations from the original paper document may have occurred during the 
digitization process, and some appendices or tables may be absent.  Subsequent 
changes, revisions, and corrections may apply to this document. 
 
For more information about the PERB Contract Collection, see 
http://digitalcommons.ilr.cornell.edu/perbcontracts/ 
 
Or contact us: 
Catherwood Library, Ives Hall, Cornell University, Ithaca, NY 14853 
607-254-5370    ilrref@cornell.edu 
 
 
Contract Database Metadata Elements   
 
Title: Newburgh, City of and City of Newburgh Unit, CSEA Local 1000, AFSCME, 
AFL-CIO, Orange County Local 836 (2017) 
   
Employer Name: Newburgh, City of 
 
Union: City of Newburgh Unit, CSEA, AFSCME, AFL-CIO 
 
Local: Orange County Local 836, 1000 
 
Effective Date: 01/01/2017    
 
Expiration Date: 12/31/2021 
 
PERB ID Number: 6856 
  
Unit Size:   
 
Number of Pages: 55 
 
 
 
For additional research information and assistance, please visit the Research page of 
the Catherwood website - http://www.ilr.cornell.edu/library/research/ 
 
For additional information on the ILR School - http://www.ilr.cornell.edu/ 
AGREEMENT
BETWEEN
THE CITY OF NEWBURGH
AND
THE CITY OF NEWBURGH UNIT. ORANGE COUNTY LOCAL 836. 
CIVIL SERVICE EMPLOYEES ASSOCIATION, INC. 
LOCAL 1000. AFSCME. AFL-CIO
January 1,2017 to December 31,2021
1/19/18
TABLE OF CONTENTS
Page No.
ARTICLE I RECOGNITION AND DUES DEDUCTION 1
Section 1 -  Recognition 1
Section 2 -  Dues Deductions 3
A. Exclusivity 3
B. Authorized Deductions 3
C. Agency Shop 3
D. Deduction Procedure 4
E. Collection Remittance 4
F. Authorization Discontinuance 4
G. Responsibility of Funds 4
H. New Employee List 4
ARTICLE II WORK WEEK -  WORK DAY 4
ARTICLE III COMPENSATION 5
Section 1 -  Titles 5
A. Current Titles and Grades 5
B. Posting and Addendums 5
Section 2 -  Compensation 5
A. Salary Schedules 5
B. January 1, 2017 Salary Increase 5
C. January 1, 2018 Salary Increase 5
D. January 1,2019 Salary Increase 5
E. January 1, 2020 Salary Increase 5
F. January 1, 2021 Salary Increase 5
G. Rounding to the Nearest Whole Number 5
H. Increase/Increment 6
I. Longevity'
J. Increase/Increment
K. Increases in Compensation within Grades
L. Pay Periods
Section 3 -  Premium Pay 7
A. Overtime Pay 7
O
s 
G
\ 
o
n
 
c\
1/19/18
Section 4 - Overtime Rotation 8
A. Overtime Assignments 8
B. Shift Differential 9
C. Call Back Pay 9
D. Out of Title Work 9
E. Mileage Allowance 9
Section 5 -  Severance Pay and Benefits 10
A. Severance Pay 10
B. Severance Benefits 10
ARTICLE IV HOLIDAYS WITH PAY 10
A. Paid Holidays 10
B. Weekend Variance 10
C. Departmental Variance 10
ARTICLE V VACATION WITH PAY 11
A. Vacation Schedule 11
B. Minimum Requirement 11
C. Vacation Accrual 11
D. Vacation Scheduling 11
E. Vacation Preference 12
F. Vacation Checks 12
G. Labor Management Committees 12
ARTICLE VI LEAVES 12
Section 1 -  Sick Leave and Personal Leave 12
. A. Sick Leave 12
B. Personal Leave 15
Section 2 -  Bereavement Leave 15
Section 3 -  Jury Duty - Leave 15
Section 4 -  Child Care Leave and Child Rearing Leave 16
Section 5 -  Leave Donation Program 16
Section 6 -  Military Leave 16
ARTICLE VII REMOVAL AND SUSPENSION 17
ARTICLE VIII PENSIONS AND INSURANCES 17
n
1/19/18
Section 1 -  Pensions 17
Section 2 -  Insurances 18
A, Hospitalization 18
B. Health Insurance Waiver 19
C. Workers* Compensation 20
ARTICLE IX SENIORITY 21
A. Seniority 21
B. Seniority Lists 21
ARTICLE X GOOD AND WELFARE 22
A. Work Gear 22
B. Sanitation Trucks 22
C. Police Dispatchers 22
D. Employee Benefit Fund 22
E. Fire Dispatchers ' 23
F. Sunrise Dental Plan 23
G. Platinum 12 Vision Plan 23
H. Employee Evaluation System 23
ARTICLE XI ADMINISTRATIVE PROVISIONS 24
A, Negotiating Committee 24
B. Labor-Management Committee 24
C. Accident Review Committee 24
D. Leave Postings 24
E. Non-Discrimination 25
F. Vacant Positions 25
G. Bulletin Board Rights 25
H. Visitation Rights 25
I. Grievance Time 25
J. Part-Time Employees 25
K. Union President Release Time 25
ARTICLE XII GRIEVANCE PROCEDURE 26
A. Definition 26
B. Parties 26
C. Stages 26
in
Step 1 -  Supervisor 26
1/19/18
Step 2 -  Department Head 26
Step 3 -  City Manager 26
Step 4 -  Binding Arbitration 26
General Provisions 28
ARTICLE XIII FITNESS FOR DUTY 28
DRUG AND ALCOHOL TESTING 28
A. Policy 29
B. Definitions 29
C. Procedure 29
ARTICLE XIV DEFERRED COMPENSATION PLAN 34
ARTICLE XV EDUCATION BENEFIT 35
ARTICLE XVI CONFORMITY WITH LAW OR PRACTICE 35
Section 1 -  No Strike Provision 35
Section 2 -  No Diminishment 36
Section 3 -  Mandated Provision of the Law 36
ARTICLE XVII MANAGERIAL RIGHTS 36
ARTICLE XVIII DURATION 36
SIGNATURE PAGE 36
APPENDIX A SALARY TITLES AND GRADE ALLOCATIONS 3 8-42
APPENDIX B JANUARY 1,2017 SALARY SCHEDULE 43
APPENDIX C JANUARY 1,2018 SALARY SCHEDULE 44
APPENDIX D JANUARY 1, 2019 SALARY SCHEDULE 45
APPENDIX E JANUARY 1, 2020 SALARY SCHEDULE 46
APPENDIX F JANUARY 1,2021 SALARY SCHEDULE 47
APPENDIX G SICK LEAVE CERTIFICATION FORM 48
APPENDIX H GRIEVANCE FORM 49-51
IV
1/19/18
AGREEMENT made and entered into this 12th day of June 2017 by and between
THE CITY OF NEWBURGH, a municipal corporation, with its principal offices at City Hall, 
Broadway, Newburgh, New York (“the CITY”)
and
THE CITY OF NEWBURGH UNIT, ORANGE COUNTY LOCAL 836, CIVIL SERVICE 
EMPLOYEES ASSOCIATION, INC., LOCAL 1000, AMERICAN FEDERATION OF STATE, 
COUNTY AND MUNICIPAL EMPLOYEES, AFL-CIO, a membership corporation duly 
incorporated under the laws of the State of New York, with offices located at City Hall, 
Newburgh, New York (“the UNION”).
ARTICLE 1
RECOGNITION AND DUES DEDUCTIONS
Section 1 -  Recognition
The CITY hereby recognizes the UNION as the sole and exclusive bargaining representative for 
all of the employees of the CITY in the titles listed below (“the employees”) for the purposes of 
bargaining collectively, the determination of terms and conditions of employment and the 
administration of grievances arising pursuant to the terms of this Agreement:
Account Clerk Account Clerk-Typist
Afterschool Initiatives Coordinator Animal Control officer
Assistant Animal Control Officer Assistant City Engineer
Assistant Assessor Assistant Recreation Supervisor
Assistant Maintenance Mechanic Assistant to the Assessor
Assistant Superintendent of Public Works Automotive Mechanic/Tow Truck Operator
Automotive Mechanic Automotive Repair Specialist
Automotive Parts Coordinator Bi-Lingual Translator/Typist
Bi-Lingual Clerk Bookkeeper
Bi-Lingual Typist Building Maintenance Equipment Mechanic
Building Maintenance Worker Chief Automotive Mechanic
Cashier Chief Water and Sewage Treatment Plant 
Operator
Chief Water Treatment Plant Operator Clerk
Cleaner Computer Operator
Code Compliance Officer Data Entry Operator
Computer Programming/Operator Desk Top Technician
Data Processing Supervisor Dispatcher
Development Coordinator Garage Attendant
Engineer Technician GIS Analyst
Historic Preservation Officer Junior Civil Engineer
Heavy Equipment Operator Laborer
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Information Systems Manager Maintenance Mechanic
Laborer Supervisor Mechanic’s Helper
Maintenance Laborer Neighborhood Development Coordinator
Maintenance Worker Planner
Motor Equipment Operator Plumbing Inspector
Parking Enforcement Officer Program Assistant
Principal Stenographer Real Property Data Clerk
Property Manager Reservoir Supervisor
Records Management Officer Sanitation Supervisor
Recreation Coordinator Senior Account Clerk
Sanitation Enforcement Officer Senior Payroll Clerk
Sanitation Worker Senior Stenographer
Secretary to the Land Use Boards Senior Typist
Senior Automotive Mechanic Supervising Cashier
Senior Recreation Leader Traffic Equipment Supervisor
Skilled Laborer Typist
Traffic Equipment Servicer Water Maintenance Worker
Tree Trimmer Water Meter Reader
Water Maintenance Mechanic Water Treatment Plant Operator
Water Meter Repair Server Youth Services Coordinator
Water Treatment Plant Operator Trainee
Working Supervisor
Youth Services Specialist
Effective June 12,2017, the titles of Director of Community Development and Economic 
Development Specialist will be added to the bargaining unit. The incumbents will remain in their 
current salary per the non-bargaining unit pay schedule until they can transfer into the CSEA 
schedule without loss of pay. For the Director of Community Development, this would be Grade 
23, Grade 4 ($68,055) on the 2018 anniversary date. For the Economic Development Specialist, 
this would be Grade 21, Grade 3 ($58,321) on the 2018 anniversary date.
If, on June 12, 2017, any title that is included in the bargaining unit has been excluded from this 
list, that shall not be interpreted to mean that the title is excluded from the bargaining unit but, 
rather, that it was omitted from this list due to error and the title shall remain in the bargaining 
unit.
Other titles appropriate and not excluded from the bargaining unit will be added during the term 
of this Agreement if created by the CITY. The Union shall be notified in writing by the CITY 
when a job title is created, by written notice within five working days of creation.
Excluded are uniformed Fire and Police Department personnel, Secretary to the Fire Chief, 
Secretary to the Police Chief, City Manager. Corporation Counsel, Assistant Corporation 
Counsels, Secretary to Corporation Counsel, City Assessor, City Clerk, Deputy City Clerk, 
Auditor, City Collector, Secretary to City Manager, Secretary to Civil Sendee Commission, Data 
Processing Manager, Recreation Supervisor, City Engineer, City Comptroller, Secretary to City
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Comptroller, Superintendent of Public Works, Deputy Public Works Superintendent, Secretary 
to Superintendent of Public Works, Code Compliance Supervisor, Secretary to Code Compliance 
Supervisor, Superintendent, Department of Water and Sewage Disposal, Deputy Water 
Superintendent, Secretary to Water Superintendent, Superintendent of Sanitation, School 
Crossing Guards, Junior Accountant, Executive Assistant, Administrative Assistant, Assistant 
City Administrator, Director of Business & Industrial Development, Secretary to the Director of 
Industrial Development, Director of Community Development, Cultural and Economic Director, 
Business Service Coordinator, Economic Development Specialist, Parks, Recreation and 
Conservation Manager, seasonal employees, and temporary employees. The City may establish, 
a temporary position for a period of up to six months, which may be extended for up to an 
additional six month period. Employees hired into temporary positions shall be excluded from 
the bargaining unit. Effective June 12, 2017, the titles of Director of Human Resources and I.T. 
Manager will be excluded from the bargaining unit.
The term “per diem” will not be used in reference to dispatchers or to any position in the 
bargaining unit. The reference will be “part-time” dispatcher; etc.
Section 2 -  Dues Deduction
A. Exclusivity
The UNION shall have the exclusive right to payroll dues deductions.
B. Authorized Deductions
The CITY will honor individual authorizations, subject to Paragraph E, for the deduction 
of UNION dues and UNION insurance premiums that are authorized by the employee as 
fringe benefits of UNION membership, on authorization forms provided by the UNION. 
The UNION will certify to the CITY in writing the current rate of its membership dues 
and insurance premiums.
C. Agency Shon
The CITY agrees, in accordance with Chapter 677 of the 1977 Laws of New York State, 
to deduct from the salary of an employee who is not a member of the UNION, but is a 
member of the bargaining unit, an Agency Fee in an amount equivalent to the amount of 
dues payable by a CSEA unit member. Names and fees of Agency Fee employees shall be 
submitted to CSEA on a separate list to CSEA, Albany, New York 12210,
The preceding paragraph and any reference to an Agency Shop shall be void if the law 
authorizing deductions expires and the Legislature fails to extend the law or pass a law 
authorizing Agency Fee deductions.
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D. Deduction Procedure
Deductions shall be made with specific procedures to be followed agreed upon by the 
CITY and the UNION.
E. Collection Remittance
Funds collected shall be remitted to the Treasurer of the CSEA, Inc., 143 Washington 
Avenue, Albany, New York 12210, or other authorized agent as the Treasurer designates in 
writing, for fringe benefits of Unit membership as stated in Section 2B.
F. Authorization Discontinuance
An employee may notify the CITY that the employee no longer wishes to be a member of 
the UNION, at which time dues deductions will be discontinued and an Agency Fee 
deduction will commence. Notification of discontinuance of membership will be in writing 
and signed by the employee and submitted to the CITY in triplicate. One copy will be 
forwarded by the CITY to the Treasurer of the CSEA, Inc., 143 Washington Avenue, 
Albany, New York 12210, one copy to the UNION and one copy retained by the CITY.
G. Responsibility of Funds
The UNION assumes responsibility for the disposition of any of the aforementioned funds 
once they are remitted to the UNION. CSEA, Inc., the UNION and its membership agree 
that they will indemnify and save the CITY harmless in any action and for any liability that 
results from the City’s implementation of sections B and C.
H. New Employee List
On April 1st, June 1st, and September 1st, the CITY will submit to the Director of Field 
Services, CSEA, Inc., 143 Washington Avenue, Albany, N.Y. 12210, a list of names and 
addresses of employees with indication as to membership. A copy of this list shall also be 
submitted to the Union President.
ARTICLE II
WORK WEEK -  WORK DAY
A. The work week for all employees shall in no event be in excess of the basic scheduled hours 
already established, consisting of five consecutive work days, not in excess of the established 
schedule of hours per day, except for civilian clerical personnel in the Police Department, 
where schedules may be established, permitting a five day work week out of seven days.
B. The amendment to the originally signed 1/1/77 -  12/31/79 Agreement pertaining to the work 
day of the Sanitation employees, except the Sanitation Foreman, has been rescinded for the 
purpose of permitting the working crew of the Sanitation Department to revert to the work 
day schedule that prevailed prior to the amendment; i.e., the Sanitation working crew are
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permitted to work on an incentive program that permits them to leave their assignment upon 
the efficient completion of their entire assignment. Employees are not entitled to overtime 
pay in performing any portion of their Sanitation duties.
C. The duties of the Sanitation Foreman will include the issuance of summonses and/or any type 
of violation notices, and the support of any summonses or notices.
ARTICLE III 
COMPENSATION
Section 1 -  Titles
A. Current Titles and Grades
A list of current titles and their respective allocated grades is annexed as APPENDIX A.
B. Postina and Addendums
Salary Grades and Steps including reclassifications and/or reallocations shall be 
conspicuously posted in each Department on the first of each year and a copy given to the 
UNION President.
Section 2 -  Compensation
A. The Salary Schedule in effect for the period January 1, 2017 through December 31,2017 
shall be provided in Appendix B; the Salary Schedule in effect for the period January 1, 2018 
through December 31,2018 shall be as provided in Appendix C; the Salary Schedule in 
effect for the period January 1,2019 through December 31, 2019 shall be as provided in 
Appendix D; the Salary Schedule in effect for the period January 1,2020 through December 
31, 2020 shall be as provided in Appendix E; and the Salary Schedule in effect for the period 
January 1, 2021 through December 31, 2021 shall be as provided in Appendix F,
B. Effective and retroactive to January' 1,2017, the annual salary rates will be increased by
1.5%.
C. Effective January 1, 2018, the annual salary rates will be increased by an additional 1.25%.
D. Effective January 1, 2019, the annual salary rates will be increased by an additional 1.25%.
E. Effective January 1,2020, the annual salary rates will be increased by an additional 1.25%.
F. Effective January 1, 2021, the annual salary rates will be increased by an additional 1.25%.
G. The prior practice of rounding each salary level to the nearest whole dollar shall continue.
5
1/19/18
H. The above increases are in addition to when an increment is due.
I. Longevity
Longevity will be paid yearly as follows on employee’s anniversary date:
Completed less than 7 Years 
Completed 7-9 Years
$0
Completed 10-14 Years 
Completed 15-19 Years 
Completed 20-24 Years 
Completed 25-29 Years 
Completed 30 Years
$1,600
$2,000
$2,200
$2,400
$2,600
$2,800
Effective January 1,2019, each longevity step will be increased by $100. Effective January 1,
2020, each longevity step will be increased by an additional $100. Effective January 1,2021,
each longevity step will be increased by an additional $100.
J. The above increases shall be in addition to when an increment is due.
K. Increases iti Compensation within Grades.
1. Full-time employees who have performed satisfactory service for one year in any Step of any 
Grade shall be thereafter entitled to be compensated at the rate prescribed for the next higher 
step, if any, beginning on the anniversary of their first date of continuous employment.
2. Step increases indicated in the Appendices are in no sense automatic. Nor are they to be 
considered as earned solely due to the passage of time.
3. Step increases are subject to the approval of the City Manager. Approval may not be 
unreasonably withheld. Any denial of Step increase must be supported by written 
documentation dealing solely Math the employee’s performance or attendance or conduct, or 
a combination of these factors, and must be communicated to the employee in writing at least 
two calendar weeks prior to the increment due date.
4. The denial of a Step increase is subject to the Grievance Procedure starting at Step 2 as 
prescribed in this Agreement.
L. Pay Periods
The CITY may institute a bi-weekly pay schedule in accordance with a transitional period 
to be selected by it.
The CITY may reschedule the pay date back two work days to Monday from Thursday 
upon 30 days’ notice, provided that all other union-represented City employees are
6
1/19/18
governed by this pay date provision at the time employees represented by the UNION will 
be governed by this clause.
Section 3 -  Premium Pay
A. Overtime Pay
1. Employees shall be paid 1 'A times the regular rate of pay for hours worked in excess of the 
normal work day and for work performed on the 6th day of the established work week.
2. Employees shall be paid double their regular rate of pay for work performed on a holiday and 
the 7th day. For the purposes of Sections 2 and 3 of the Article, all paid absences shall 
constitute time worked.
The following are examples of application to sub-sections 1 and 2 of the Section for payment 
of premium pay as applicable on the 6th and 7th day:
Employees Scheduled Worksheet Time and One-Half
Straight Time Pay Pay
A. Monday through Friday 6th day Saturday
B. Tuesday through Saturday 6th day Sunday
C. Wednesday through Sunday 6th day Monday
D. Thursday through Monday 6th day Tuesday
E. Friday through Tuesday 6th day Wednesday
F. Saturday through Wednesday 6th day Thursday
G. Sunday through Thursday 6th day Friday
Employees Scheduled Worksheet Double Time
Straight Time Pay Pay
A. Monday through Friday 7th day Sunday
B. Tuesday through Saturday 7th day Monday
C. Wednesday through Sunday 7th day Tuesday
D. Thursday through Monday 7th day Wednesday
E. Friday through Tuesday 7th day Thursday
F. Saturday through Wednesday 7th day Friday
G. Sunday through Thursday 7th day Saturday
3. Employees will be penalized by loss of overtime pay if absent without authorization the day 
following overtime work. Loss of overtime pay for absence the day following overtime work 
shall be deducted to the extent permitted by law.
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Section 4 - Overtime Rotation
A. The Head of each Department for purposes of overtime assignment shall promulgate and 
post a list of employees who are best able to operate identified equipment and/or perform certain 
tasks and responsibilities consistent with the employee’s job classification, The City Manager, 
Department Head and Union President shall consult with respect to the listed employees. An 
employee who believes that he/she should be included on a particular list may request that the 
Department Head provide a statement of the reason why the employee was not included on the 
list and steps the employee needs to take to be included on the list. The Department Head’s 
decision on the listing of employees for purposes of overtime shall not be unreasonable, and shall 
not be subject to review pursuant to the grievance arbitration procedure.
1. Employees shall be assigned overtime work to be performed based on the work needed to 
be perfonned and the use of the appropriate list of employees, with seniority determining the 
order in which employees on the appropriate list will be assigned the overtime.
2. The foregoing shall apply unless the overtime assignment involves holding employees 
from their usual work shift, in which case employees who had been performing the necessary job 
functions during their work shift will continue to perform the work on an overtime basis.
3. If the Department Head is not able to secure sufficient number of employees to perform 
the overtime work, the Department Head may take whatever steps he/she deems necessary, 
including the hire of person(s) outside the bargaining unit, to perform the work. Use of 
employees from outside the bargaining unit, for purposes of overtime as described herein shall 
not be a precedent or considered relevant to any issue between the City and the Union regarding 
exclusive perfomiance of bargaining unit work by members of the CSEA bargaining unit.
4. In the event the Department Head fails to assign overtime in accordance with the 
foregoing, the employee(s) who should have received the overtime assignment will be offered 
the next available overtime assignment for which the employee is qualified and able to work.
5. Employees who have worked overtime shall not be required to take time off unless the 
employee requests time off. However, employees shall be granted the privilege of pay for 
overtime worked or compensatory time off equivalent to overtime rate of pay. Time off shall not 
result in loss of earned overtime pay.
6. A request for use of compensatory time off shall be made in writing to the Department 
Head no less than 48 hours prior to start of the period of requested time off. Notwithstanding 
tills requirement, where an employee is unable to provide the required notice due to an unusual, 
unforeseen and unforeseeable emergency circumstance, the employee shall make the written 
request as soon as the employee is aware of the need for emergency compensatory time off and 
the employee shall include in the written request information with respect to the emergency 
criteria. Any request for use of compensatory time off is subject to the approval of the 
Department Head or designee, which approval shall not be unreasonably withheld.
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B. Shift Differential
A shift differential in the amount of $1.25 per hour shall be paid to second shift employees 
and a shift differential in the amount of $1.75 per hour shall be paid to third shift 
employees. Overtime work by these employees shall be paid at employee’s annual rate of 
pay, excluding the differential.
C. Call-Back Pay
An employee called back to work after his/her regularly scheduled shift shall be paid a 
minimum of four hours at the applicable overtime rate unless otherwise provided herein.
To qualify for the four hour call back payment, the employee must be available for 
subsequent call back assignments within the four hour period. If the employee is not 
available for subsequent call back assignments within the four hour period, the employee 
shall not receive the four hour minimum call back pay, but shall receive call back pay only 
for time actually worked during the call back period. If the employee actually works more 
than four hours on call back, the employee shall be entitled to call back pay for hours 
actually worked.
Any additional call back assignments, within a 24 hour period after the expiration of the 
first four hour call back period, shall again be paid at a minimum of four hours call back 
pay and shall be subject to the same terms of availability as set forth above.
Notwithstanding any other term of this call back clause, an employee called back to work 
at the direction of a supervisor on a water line whose maintenance is the responsibility of 
private property owner(s) shall be paid the flat sum of $25.00 or the applicable overtime 
rate for time actually worked, whichever is greater.
An employee called back to work less than four hours prior to the start time of his/her 
regular work shift shall be paid at the applicable overtime rate for the time period 
commencing with the start of the call back to the scheduled start time of his/her work shift.
D. Out-of-Title Work
An employee who fulfills a job assignment in a higher classification on a temporary basis 
will be eligible for out-of-title pay once the employee has worked five consecutive days at 
the higher classification. On the sixth day of compensation at the higher classification, the 
rate will be retroactive to day one.
E. Mileage Allowance
Employees using their personal cars for City business shall be reimbursed at the current 
rate established by the CITY for mileage.
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Section 5 -  Severance Pay and Benefits
A. Severance Pay
A full-time employee whose job with the CITY is eliminated or merged, through no fault 
of the employee, shall receive severance pay equal to one week’s pay. In addition, the 
employee shall receive one day’s pay for each six months of service.
B. Severance Benefits
Upon separation from service or death, an employee or estate or beneficiary, as the case 
may be, shall be compensated in cash for the employee’s vacation and other unused credits 
or any portions therefor in accordance with existing practice.
ARTICLE IV 
HOLIDAYS WITH PAY
A. Paid Holidays
All employees shall be granted leave with pay for the following holidays:
New Year’s Day
Martin Luther King, Jr.’s Birthday 
President’s Day 
Memorial Day 
Independence Day
Labor Day 
Columbus Day 
Election Day 
Veteran’s Day
Thanksgiving Day and Friday following 
Christmas Day
Effective on June 12,2017, in order to qualify for holiday pay, employees must work on 
their last scheduled day before the holiday and on their first scheduled day after it. The City 
Manager or designee may, in his/her non-reviewable discretion and on a non-precedent 
setting basis, waive this provision for an employee who submits, on the first day on which 
the employee returns to work, a doctor’s note explaining and excusing the employee’s 
absence.
B. Weekend Variance
In the event that any established holiday falls on a Saturday or Sunday, the employees shall 
be granted a day in lieu thereof on the Friday preceding the Saturday, or the Monday 
following the Sunday.
C. Departmental Variance
In the event that a Department cannot be closed on either a Friday or Monday, one-half of 
the force shall be granted time off on Friday, and one-half on Monday, either the week 
before or the week following the holiday.
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ARTICLE V
VACATION WITH PAY
A. Vacation Schedule
Vacation to be accrued monthly and prorated during the course of each month. The vacation 
schedule will be as follows:
During 1st year -  0 days
Completion of 1st year -  5 days
Completion of 2nd year -  15 days
Completion of 3rd year -  16 days
Completion of 4th year -  17 days
Completion of 5 th year -  18 days
Completion of 6th year -  19 days
Completion of 7th year through 14th year -  20 days
Completion of 15th year and above -  an additional five days for a maximum total of 25 
days for each year after 15 years
B. Minimum Requirement
All new employees will have worked one full year from the day of appointment before 
beipg eligible for vacation time.
C. Vacation Accrual
Vacation time may be accumulated up to a maximum of eight weeks with the consent of 
the Department Head and the City Manager, or must be taken in full in the year in which it 
is earned.
D. Vacation Scheduling
Vacation scheduling shall be at the discretion of the Department Head. Employees shall be 
required to make a written request no less than 10 working days prior to using vacation 
time off for a period of three or more days. A written request for use of vacation time off 
for a period of one or two days shall be made no less than 48 hours prior to start of the 
period of requested time off. No vacation leave may be used without approval of the 
Department Head or designee.
In addition, three or more consecutive weeks’ vacation or vacations of three days or less 
may only be taken upon written approval of the Department Head or the City Manager. 
Approval will not be unreasonably withheld.
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E. Vacation Preferences
Time off for earned vacation will be granted on the basis of seniority in the various 
Departments.
F. Vacation Checks
Vacation checks will be issued in weekly amounts in advance of vacation, provided the 
employee gives two weeks’ prior notice to the Department Head.
G. Labor Management Committees
The parties will establish labor-management committees in City Departments for purposes 
of reviewing vacation scheduling practices and the impact of vacation scheduling on 
Department staffing. The Department Labor-Management Committee may recommend to 
the City Manager and the Unit President the establishment of vacation periods for the 
Department and a limitation on the number of vacation slots in each period available to 
Department employees.
ARTICLE VI 
LEAVES
Section 1 -  Sick Leave and Personal Leave
PREFACE:
It shall be the obligation of all employees to report to work on each and every day on 
which they are scheduled to work.
While the CITY recognizes that there are instances where this may not be possible, all 
employees should make every effort to avoid any absences except in the most necessary 
circumstances.
While it is the obligation of each employee to be present for work on each working day of 
employment prepared to perform the function of the employee’s job, leaves will be granted only 
within the framework of the Section.
No sick leave will be granted for recreation, social or other puiposes.
A. Sick Leave
1. Employees shall accumulate sick leave at the rate of one day per month with no 
maximum accumulation.
2. A doctor’s certificate may be required after three consecutive work days of absence or, 
effective June 12, 2017, if the CITY suspects that the employee is abusing sick leave;
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e.g., exhibiting a pattern of absences on the first or last days of the employee’s regularly 
scheduled workweek, the days immediately before or after a holiday or vacation period, 
or due to use of sick leave in excess of the unit average for the past three full calendar 
years.
3. . I n  the event a Doctor’s Certificate is required, the employee shall have his or her 
physician complete the City of Newburgh form attached as Appendix G and the 
completed form shall be submitted by the employee no later than three days after the 
employee’s return to duty. Failure to return the completed sick leave certification form 
within the required time period shall result in a disallowance of the use of sick leave for 
the period of the employee’s absence.
4. Employees shall be granted sick leave at half-pay for personal illness after all the 
employee’s sick leave and vacation credits have been used, provided that the total of all 
sick leave at half-pay granted to any employee shall not exceed one pay period for each 
complete year of service.
5. When an employee is off the job due to illness, the CITY will continue to pay Health 
Insurance premiums for a maximum period of three months until a “Waiver of Premium” 
is executed.
6. Employees who use six undocumented sick leave days in a six month period, or who use 
four undocumented sick leave days on Monday or Friday, or who use two undocumented 
days before or after a holiday in a six month period, shall be placed on a sick leave 
monitoring program for the next following six months. An employee shall be advised, in 
writing, at least five days prior to being placed on the sick leave monitoring program. A 
copy of this notice shall be simultaneously sent to the CSEA Unit President.
7. An employee on the program shall be subject to the following conditions:
(a) When requiring the use of sick leave, the employee shall notify the Department at 
least one hour prior to the employee’s start time. At the same time, the employee 
shall advise the Department of the address of the employee’s residence or of the 
location where the employee will be located. The employee shall remain in the 
residence or the reported location unless the employee notifies the Department 
when the employee leaves, where the employee is going, and the telephone number 
of that location.
(b) During the use of sick leave, the employee shall be subject to a visit and/or 
telephone contact by a CITY representative.
(c) During tire use of sick leave, the employee shall request and obtain prior written 
approval of the Department Head before engaging in off-duty employment.
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8. During the five day period after notice and prior to commencement of placement on the 
sick leave monitoring program, the employee, through the UNION may file an 
administrative appeal in writing with the City Manager or designee seeking review of the 
employee’s placement in the program and/or of the restrictions placed on the employee. 
This appeal shall be based on the employee’s length of service with the CITY, 
employment history and record, and an explanation of the circumstances of the absence 
or hardship. The City Manager or designee shall render a written decision on the 
employee’s appeal within five days after receipt of the appeal. An appeal shall not delay 
placement in the sick leave monitoring program. The decision of the City Manager or 
designee shall be final and not subject to review pursuant to this Agreement or in a court 
of law.
9. Violation of the conditions provided in this Article will subject the employee to 
disciplinary action.
10. After six months on the sick leave monitoring program, the employee’s use of sick leave 
during the six month period shall be assessed and the employee may be taken off the 
program if the employee has used fewer than six undocumented sick leave days and has 
not violated any of the conditions of the sick leave monitoring program. The employee 
shall be advised, in writing, of whether the employee will be taken off the program or 
remain on the program. Thereafter, the employee can be placed on the sick leave 
monitoring program if the employee again utilizes six undocumented sick leave days in a 
six month period.
11. An employee who has been placed in the sick leave monitoring program and whose 
placement in the program is continued after the initial six month period, or who is 
subsequently again placed in the program as provided in paragraph 9, shall be charged 
two days leave time for each day of undocumented sick leave used while in the sick leave 
monitoring program.
12. (a.) Upon the effective date of separation, retirement or death, the employee or the 
employee’s beneficiary shall receive cash payment for 75% of accumulated, unused sick 
leave days up to and including 250 days. The employee must have no less than 50 days 
of accumulated, unused sick leave on the effective date of separation in order to qualify 
for the benefit. In the event the employee does not have at least 50 days of accumulated, 
unused sick leave, the employee shall not receive any payment.
(b.) Upon application by the employee and approval of the City Manager, an 
employee employed for more than eight years may exercise a one-time only option to 
accelerate the benefit set forth in Section 11(a). The approval of this election is at the 
discretion of the City Manager and non-reviewable. Upon the completion of an 
additional five years of service from the date on which the accelerated benefit payment is 
paid, an employee may again be eligible to receive the benefit upon the effective date of 
the employee’s separation or retirement from service.
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B. Personal Leave
1. During the first year of employment, one personal day.
2. In the second year through fourth year of employment, two personal days.
3. Five years or more of employment, three personal days.
4. Personal days shall be credited to the employee on January 1st of each year.
5. Requests for use of personal leave shall be made in writing to the Department Head no 
less than 48 hours prior to start of the period of requested time off. Notwithstanding this 
requirement, where an employee is unable to provide the required notice due to an 
unusual, unforeseen and unforeseeable emergency circumstance, the employee shall 
make the written request as soon as the employee is aware of the need for emergency 
personal leave time off and the employee shall include in the written request information 
with respect to the emergency criteria. Any request for use of personal leave time off is 
subject to the approval of the Department Head or designee, which approval shall not be 
unreasonably withheld.
Section 2 -  Bereavement Leave
Employees shall be entitled to three consecutive work days leave of absence with pay 
between the date of death and on or adjacent to the date of funeral when a death occurs in the 
immediate family which shall include a grandparent, parent, husband, wife, child, brother, sister, 
mother-in-law, father-in-law, brother-in-law, sister-in-law, grandchild, grandmother-in-law and 
grandfather-in-law. An employee who uses bereavement leave shall submit proof of death of 
covered relative, such as a death certificate or publication of obituary notice in a newspaper of 
general publication, unless submission of proof is waived by the Department Head. The proof of 
death shall be submitted upon the employee’s return to duty from use of bereavement leave. In 
the event an employee misuses bereavement leave, the employee shall be subject to suspension 
without pay and to disciplinary action. In the event the employee is found guilty in the 
applicable proceeding of misuse of bereavement leave, the employee shall be terminated from 
employment and the employee shall forfeit any entitlement the employee may have for payment 
of accrued time balances including, but not limited to, payment for accrued vacation leave, 
accrued compensatory time and/or accrued sick leave.
Section 3 -  Jury Dut\' -  Leave
The CITY shall provide an employee leave with pay for time actually spent on jury 
service when the employee is scheduled to work. The employee shall submit proof of service on 
jury duty as a condition of receiving full pay for periods of time on jury service. An employee 
shall be eligible for jury duty leave only for time as the employee is scheduled to work and is 
required to be physically present in the court house seiving on, or waiting to serve on, a jury. If 
the employee is not required to be physically present at the court house while waiting to be
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called for jury duty (e.g., if the employee may check in by phone), the employee shall report to 
work as scheduled. Any fees or payment received by the employee, excluding mileage or meal 
allowance, from the State or governmental authority for jury service shall be paid to the City as a 
condition of the employee receiving full salary from the City for jury service.
Section 4 -  Child Care Leave and Child Rearing Leave
1. Leave shall be granted in confonnity with law relative to child care leave.
2. The employee may request, in writing, leave without pay for child-rearing purposes 
following any relevant period of documented medical disability for the employee. The City 
Manager will grant leave requests for three month periods, generally not to exceed a period 
totaling seven months from the date of birth.
Section 5 -  Leave Donation Program
The Leave Donation program adopted by City Council Resolution No. 283-2004 is 
hereby referenced in this Agreement, with the following provisions applicable to employees;
A. Donated leave time shall be deducted from the donor employee’s accumulated and 
unused leave balance effective as of the donation date. The donated leave time will 
be converted to a cash equivalent based on the employee donor’s hourly rate on 
donation date.
B. Time used by a recipient employee shall be deducted on a cash basis from the 
donated leave contribution pool. The deduction shall be calculated based on the 
hourly rate of the employee recipient in effect on the payroll date deduction is made.
C. During the period of use of donated leave time, the recipient employee shall be 
treated for purposes of time in service credits in the same manner as if the recipient 
employee was in active service on the City’s payroll; however, the period of use of 
donated leave time shall be counted towards the employee’s entitlement to leave from 
work provided by the Family Medical Leave Act (“FMLA”). The recipient employee 
will earn vacation leave, sick leave, and personal leave and otherwise be considered 
in active service during the use of donated leave time.
D. A recipient employee will not be provided any leave time which exceeds the value of 
donated leave contribution pool as of the payroll date the leave deduction will be 
made.
Section 6 -  Military Leave
Employees ordered to active military duty (including ordered service in the reserve force 
and/or civilian orders) as a result of the events of September 11, 2001, and the ongoing 
conflicts overseas, shall be entitled to receive the following benefits;
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A. Employees who have exhausted their entitlement to be paid military leave pursuant to 
Military Law Section 242 shall be entitled to an additional 30 calendar days or 22 
working days of supplemental military leave, whichever is greater, in full pay, in any 
one calendar year, not exceeding in total 60 calendar days for any one continuous 
period of absence.
B. Employees who have exhausted their entitlement to the paid leave set forth in 
paragraph A shall be entitled to military leave at reduced pay, which shall be the 
difference between the employee’s rate of pay prior to their date of activation and 
compensation they receive as a result of active duty.
C. Employees shall receive the same individual or family health insurance benefits 
provided pursuant to this Agreement, as received by them prior to their date of 
activation.
ARTICLE YII
REMOVAL AND SUSPENSION
Employees in the non-competitive and labor classes, after completing one year of service, 
shall be accorded the same rights and privileges as the competitive class of employees receive 
pursuant to Civil Service Law Section 75.
The period after which employees hired after October 1, 1996 in the non-competitive and 
labor classes shall be accorded rights under and pursuant to Civil Service Law Section 75 shall 
be three years.
ARTICLE VIII
PENSIONS AND INSURANCES
Section 1 -  Pensions
The CITY shall continue to participate in the “non-contributory” 25-year career 
retirement program as provided in New York State Retirement System Section 75(g).
Employees joining the retirement system on or after July 1, 1976 must pay the contribution 
prescribed by State law.
The CITY shall continue to participate in the 20-year career retirement program provided 
in New York State Retirement and Social Security Law Section 75-i for employees who joined 
the New York State Retirement System prior to July 1, 1976.
The CITY shall continue to participate in the non-contributory conversion of unused sick 
leave upon retirement program as provided New York State Retirement and Social Security Law 
Section 41(j).
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Section 2 — Insurances
A. Hospitalization
(i) The CITY shall continue to participate in the New York State Empire Plan and 
contribute 100%) of the premium for full-time employees who were hired before 
September 1, 1987, and their dependents.
(ii) A full-time employee hired on or after September 1. 1987 shall complete two full 
months of service with the CITY before he or she may be eligible for health 
insurance coverage. These employees shall contribute 10% of the cost of the health 
insurance premium for the coverage elected by the employee for the first five years 
of the employee’s membership in the health insurance program. Commencing with 
the employee’s sixth year of membership in the health insurance program, the CITY 
shall contribute 100% of the cost of the health insurance premium for the coverage 
elected by the employee.
(iii) A full-time employee hired on or after August 16, 1999 shall complete two full 
months of service with the CITY before he or she may be eligible for health 
insurance coverage. These employees shall contribute 10% of the cost of the health 
insurance premium for the coverage elected by the employee for the first 10 years 
of the employee’s membership in the health insurance program. Commencing with 
the employee’s 11th year of membership in the health insurance program, the CITY 
shall contribute 100% of the cost of the health insurance premium for the coverage 
elected by the employee.
(iv) A full-time employee hired on or after January 1, 2003 shall pay 10% of the cost of 
the health insurance coverage elected by the employee and the premium 
contribution shall be made by the employee for the entire period the employee is 
covered by CITY-provided health insurance coverage during the life of 
employment with the CITY, or until retirement.
(v) A full-time employee hired after April 13,2015 shall pay 15% of the cost of the 
health insurance coverage elected by the employee and the premium contribution 
shall be made by the employee for the entire period the employee is covered by 
CITY-provided health insurance coverage during the life of employment with the 
CITY, or until retirement.
(vi) Effective June 12, 2017, the CITY will continue to participate in the New York 
State Health Insurance Plan. All full-time employees will continue to complete two 
months of service with the CITY before becoming eligible for health insurance 
coverage. All employees who, as of June 12, 2017, are not contributing toward their 
health insurance premium will continue to not contribute toward their health 
insurance premium. All employees hired after June 12, 2017 will contribute towards 
their health insurance as follows: Employees with up to and including five years of
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service will pay 15% of their health insurance premium. Employees with six up to 
and including 10 years of service will contribute 10% of their health insurance 
premium. Employees with 11 up to and includingl5 years of service will contribute 
5% of their health insurance premium. Employees with 16 up to and including 19 
years of service will contribute 2.5% of their health insurance premium. Effective 
January' 1,2019, employees who are contributing toward their health insurance 
premium on June 12, 2017 will contribute toward their health insurance premium at 
the same rate as for those employees hired after June 12,2017 unless they are 
paying less than the new hire percentage, in which case they will continue to pay 
the lesser rate until they reach the requisite years of service that will put them at the 
lesser rate.
The CITY shall continue its present policy of providing health coverage to employees 
upon retirement. Notwithstanding the foregoing, a full-time employee hired on or after January' 
1, 2003 must have 10 years of continuous (“continuous” to be deleted effective June 12,2017) 
employment by the CITY to be eligible for health insurance coverage upon retirement. All 
employees hired on or after June 12, 2017, must have 20 years of service with the CITY in order 
to be eligible for retiree health insurance.
The CITY shall not be responsible for providing health insurance coverage to part-time 
employees.
The CSEA agrees to participate with the CITY and other Unions in establishing a task 
force to review various health care options that could improve overall health and quality of life 
for employees and decrease CITY costs.
Effective January 1, 2017, consistent with previous practice, when an employee is 
eligible for health insurance coverage through another CITY employee’s plan, the employee and 
the other CITY employee must choose either two single plans or one family plan.
B. Health Insurance Waiver
An employee who is covered by another health insurance plan may notify the City 
Comptroller’s office on or before December 1st for the succeeding calendar year, in writing on a 
form provided by that Office, that the employee is electing to decline and waive all or part of the 
health insurance coverage provided by the CITY for which the Employee is then eligible and 
entitled to receive during the next 12 month period.
An employee who declines and waives health insurance coverage as provided above shall 
receive 25% of the savings in premium costs realized by the CITY for each whole month the 
employee declines and waives health insurance coverage. The employee shall receive the 
accumulated payment as calculated above on or before January 30th of the following year.
Any employee who elects to receive a cash payment may, at any time during the 12 
month period, send written notice to the City' Comptroller that he/she wishes to resume health 
insurance coverage. The effective date of the employee’s reestablishment of health insurance
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coverage shall be as provided by the CITY’s health insurance carrier. The CITY agrees to notify 
its health insurance carrier as soon as possible of the employee’s decision to reestablish health 
insurance coverage.
Waivers hereunder shall be valid for a maximum of 12 months. Any action taken in 
connection with waiver of health insurance coverage shall be on forms provided by the City 
Comptroller’s Office.
Effective January 1,2017, the employee may only return to the plan during the 12 month 
period due to a legally cognizable qualifying event.
C. Workers' Compensation
(i) Any employee who is necessarily absent from duty because of occupational injury 
or disease as defined by the Workers’ Compensation Law and who is allowed leave 
from his position pursuant to Civil Service Law Section 71 shall receive full salary 
for a maximum period of nine months during that absence, except that the employee 
shall not be eligible for this workers’ compensation pay benefit during the first five 
days of the disability. In no event shall an employee receive workers’ compensation 
leave and pay for the first five days of the employee’s absence due to a job-related 
disability. During this five day period, the employee may use available accumulated 
sick leave, subject to the terms governing sick leave and, upon exhaustion of 
accumulated sick leave, the employee may use other available accumulated time 
credits. These salary payments shall be conditioned upon the employee giving timely 
notice that the absence is the result of injury or disease as defined by the Workers’ 
Compensation Law and that a claim has been or will be filed for benefits pursuant to 
the Workers’ Compensation Law. Vacation, personal leave and sick leave credits 
shall not be earned for periods when an employee is on workers’ compensation leave. 
An employee shall be eligible for no more than a total of nine months fully salary 
workers’ compensation benefit during the 24 month period commencing with the start 
of the payment.
(ii) If the employee is awarded benefits pursuant to the Workers’ Compensation Law, 
the award for loss of time for the period the employee received the salary payment 
provided in paragraph 1 shall be credited to the CITY to the extent of the total of the 
salary payment. If the Workers’ Compensation Board determines that the employee’s 
condition is not compensable pursuant to the Workers’ Compensation Law, then the 
employee shall reimburse the CITY for the salary payment provided in paragraph 1 or 
shall have the payment charged against the employee’s available accumulated paid 
leave time. In no event shall an employee receive workers’ compensation leave and 
pay for the first five days of the employee’s absence due to a job-related disability. In 
the event an employee uses sick leave to cover the five day period and a workers’ 
compensation claim regarding this period is approved, those days shall not count as 
undocumented sick leave days for purposes of the sick leave monitoring program set 
forth in Article VI(A).
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(iii) An employee who remains on workers5 compensation leave and is unable to 
perform the duties of his/her position beyond period of the nine month full salary 
workers’ compensation pay benefit may elect to use available accumulated sick leave 
and, upon exhaustion of accumulated sick leave, other available accumulated time 
credits. The employee is not required to use charges against sick leave and/or other 
time credits and may elect to receive only the benefit, if any, awarded pursuant to the 
Workers’ Compensation Law.
(iv) Notwithstanding anything to the contrary set forth above, an employee hired on 
or after October 1, 1996 shall be entitled only to workers’ compensation benefits as 
are provided by law. An employee may utilize accrued and unused sick leave, and 
upon exhaustion of sick leave, other available and unused leave credits (i.e., 
compensatory time, vacation leave and personal leave) that the employees may have, 
for purpose of supplementing the workers’ compensation statutory income benefit. 
An employee hired on or after October 1, 1996 with more than 10 years of full-time 
service with the CITY, who has accumulated and has available for use more than 
75% of the employee’s sick leave entitlement (based on years of service) at the 
commencement of the workers’ compensation leave, shall receive the full salary 
benefit provided in Section 2(C)(i) for a maximum period of six months during the 
period of workers’ compensation leave.
(v) The terms of Section 2(C) do not affect or limit the rights of an employee or the 
CITY pursuant to Civil Service Law Section 71.
ARTICLE IX
SENIORITY
A. Seniority'
Employee seniority shall commence on the date or original appointment. Part-time 
employees shall have a separate seniority roster that shall be subordinate to the 
seniority roster of permanent employees. The application of this Section shall be 
governed by Civil Service Rules and Regulations.
B. Seniority Lists
Seniority lists showing the standing of each employee shall be posted on Department 
bulletin boards on the first of each year. A copy shall also be submitted to the Unit 
President.
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ARTICLE X 
GOOD AND WELFARE
A. Proper work gear, protective of health and safety as the job requires, shall be issued to 
and used by employees, including work gloves, rain gear, boots, safety goggles and face 
masks, if required by PESH regulations.
B. Sanitation trucks shall be equipped with two-way radios.
C. Police Dispatchers: All police dispatchers shall wear the uniform provided by the Police 
Department while on duty, and the uniform shall be maintained in a neat and clean 
appearance.
The Police Department will provide police dispatchers and other civilian employees in 
the Department access to in-service training in areas including handling of prisoners and 
related matters. In the event training is offered to a dispatcher or civilian employee on 
off-duty time, the employee shall be compensated for the additional time in accordance 
with the terms of Article 111(3).
The workday for all full-time dispatchers assigned to the Police Department shall be eight 
hours per day. The workweek shall be five consecutive days per week. In addition, the 
following fixed shift schedule shall be established:
The shifts shall be chosen by the dispatchers based on seniority, starting with the most 
senior dispatcher.
All police dispatcher overtime shall be offered first to the members of this bargaining unit 
before the CITY can offer it to others.
D. Employee Benefit Fund:
The UNION has established an Employee Benefit Fund to provide various benefits for 
employees, including those set forth in paragraphs “F” and “G,” below. The UNION is 
solely responsible for satisfying any and all requirements governing the establishment of 
the Employee Benefit Fund and shall indemnify the CITY for the cost of defending any 
action concerning the Fund and hold the CITY harmless from any liability that may result 
from any action. The UNION shall supply to the CITY copies of the documentation that 
establishes the Employee Benefit Fund. The Fund shall submit to the City Comptroller a 
yearly financial statement, which is also available on the Fund’s website, and the Fund 
shall be subject to audit by designated CITY representatives. The UNION and/or the 
Fund shall be responsible for expenditures made by the Fund and shall indemnify the
8:00 a.m. 
4:00 p.m. 
12:00 a.m.
4:00 p.m. 
12:00 a.m. 
8:00 a.m.
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CITY for the cost of defending any action concerning the Fund’s expenditures and hold 
the CITY harmless from any liability that may result from any action.
E. Fire Dispatchers
The CITY and the UNION agree to meet and confer regarding revision of the work 
schedule of Fire Department dispatchers. Among the matters to be considered is the 
adoption of a work schedule consisting of the following: 15 hour night tour, nine hour 
day tour, two tours on, two tours off schedule worked by line firefighters. The parties 
will also address an agreement on an hourly rate of pay (based on the current annual rate 
of pay as modified in this Agreement), utilization of an hourly rate calculation for 
purposes of calculating an employee’s weekly straight time pay and overtime pay, 
calculation of an employee’s contractual leave entitlements and rate of utilization of 
same, and a fire dispatcher’s entitlement to premium pay (other than overtime) pursuant 
to this Agreement. If the patties reach agreement on changes in the fire dispatcher work 
schedule, it shall be implemented by the execution of a side letter of agreement as a 
supplement to this Agreement.
F. Sunrise Dental Plan -  Composite Rate per Employee
The CITY agrees to continue to pay the full cost of the premium cost of the CSEA 
Sunrise Dental Plan for all full-time employees. The Employee Benefit Fund agrees to 
assume responsibility for management and administration of the Plan and all costs 
associated with management and administration.
G. Platinum 12 Vision Plan -  Composite Rate per Employee
The CITY agrees to continue to pay the full cost of the premium cost of the CSEA 
Platinum 12 Vision Plan for all full-time employees. By way of example, Employee “A” 
is hired to a CITY position effective July 5th. This employee would not be counted on 
August l sl and September 1st for purposes of determining the CITY’s contribution to the 
Vision and Dental Plan. Employee “A” would be counted on October 1st for purposes of 
determining the CITY’s monthly contribution to the Vision and Dental Plan.
H. Employee Evaluation System
The establishment of an effective and appropriate mechanism to evaluate employee 
performance is a worthwhile goal that would benefit the parties and the CITY generally. 
Therefore, the parties will negotiate in good faith to establish an employee performance 
evaluation system by not later than 30 days after the CITY provides notice to the UNION 
of its readiness to begin negotiations.
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ARTICLE XI
ADMINISTRATIVE PROVISIONS
A. Negotiating Committee
The UNION negotiating committee shall consist of no more than 15 employees who are 
elected or appointed by the Unit President.
B. Labor-Management Committee
A Labor-Management Committee shall be established for the purpose of reviewing 
matters of mutual concern, including health and safety issues, and will meet at the written 
request of either party. It shall consist of no more than three representatives of the 
UNION and the City Manager or designee. The Committee shall have no binding 
powers. However, recommendations jointly submitted to the CITY will be duly 
considered for possible implementation if needed.
C. Accident Review Committee
The establishment of an effective and appropriate mechanism to review accidents 
involving City vehicles driven by employees is a worthwhile goal that would benefit the 
parties and the CITY generally. Therefore, the parties will negotiate in good faith to 
establish an Accident Review Committee that will have the purpose of reviewing 
accidents in a fair, even-handed and unbiased manner with a view to addressing the 
circumstances of each incident fairly and with the goal of developing strategies designed 
to diminish the frequency of occurrences.
The Accident Review Committee will consist of three members designated by the Union 
and three members designated by the CITY. The Accident Review Committee shall 
convene quarterly to review workplace accidents unless there is a need to meet more 
frequently upon the request of one of the parties. The recommendations of the Accident 
Review Committee shall be submitted in writing to the City Manager, who may accept or 
reject any or all of the Accident Review Committee’s recommendations. The City 
Manager shall in a timely manner inform the Accident Review Committee in writing of 
the reasons for rejecting any of the Committee’s recommendations.
D. Leave Postings
The CITY will post on each Department bulletin board all vacation leave, sick leave, 
compensatory time due each employee in the Department in January of the calendar year, 
providing the time balance as of December 31sl of the prior year.
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E. Non-Discrimination
The CITY and the UNION shall administer their obligations pursuant to this Agreement 
in a manner that will be fair and impartial to all employees and shall not discriminate 
against any employee by reason of sex, nationality, race, creed or marital status.
F. Vacant Positions
The CITY will post on each Department bulletin board a notice of vacancy in a civil 
service classified position. A copy shall also be forwarded to the Unit President.
G. Bulletin Board Rights
The UNION shall have the right to post notices and other communications on bulletin 
boards maintained on the premises and facilities of the CITY, subject to the approval of 
contents of the notices and communications by the City Manager or designee.
H. Visitation Riahts
Officers and non-CITY employee agents of the UNION shall have the right to visit the 
CITY’s facilities for the purpose of adjusting grievances and administering the terms and 
conditions of this Agreement. Effective on June 12,2017, visitors will follow all 
Department visitor protocols.
1. Grievance Time
Employees who are designated or elected for the purpose of adjusting grievances or 
assisting in the administration of this Agreement shall be permitted a reasonable amount 
of time free from their regular duties to fulfill these obligations.
J. Part-Time Employees
Part-time employees shall receive a prorata share of benefits unless otherwise specified.
K. Union President Release Time
The Unit President or designee shall be allowed 10 days off with pay per contract year for 
purposes of attending UNION conferences, conventions or meetings of the State-wide 
CSEA or its affiliates. The total number of work days off with pay shall not exceed 10 
for each year of this Agreement. Unit President release days not used during the calendar 
year shall not accumulate or carry-over to the next calendar year. Requests for time off 
shall be made whenever practicable 10 days in advance to the City Manager. If 10 days’ 
notice is not practicable, notice shall be given as soon as practicable after the Unit 
President determines the need to request the time off. The request shall include prior 
evidence of registration for the conferences, conventions or meetings. The party granted
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the leave time shall submit evidence of attendance of the conference convention or 
meeting for which granted time-off with pay.
ARTICLE XII
GRIEVANCE PROCEDURE
A. Definition -  A Grievance is defined as a claim of violation, misinterpretation or 
misapplication of the terms of this Agreement, and only those claims shall be processed 
in accordance with the following procedure.
B. Parties -  Any employee, group of employees or the UNION shall be deemed to be a party 
to a grievance properly submitted with this procedure. Employees shall have the right to 
be represented at all steps of the procedure.
C. Stages
Step 1 -  Supervisor -  The employee alleging a grievance shall first present the allegation 
to the immediate supervisor in writing on the Grievance Form attached as Appendix H 
(or a copy) and provide the information requested for the supervisory level. The 
supervisor shall respond to the employee within two working days after receipt of the 
dispute utilizing the appropriate sections on the Grievance Form. If the grievant is not 
satisfied with the decision at this stage, the employee may submit a written appeal to the 
Department Head within three working days after receipt of the supervisor’s decision 
pursuant to the terms of Step 2.
Step 2 -  Department Head Within the time allowed, the aggrieved party shall present a 
written grievance on the Grievance Form to the Department Head and provide the 
information requested on the fomi for the Department Head level. The Department Head 
(or designee) shall have five working days in which to reply in writing to the aggrieved 
utilizing the Grievance Form.
Step 3 -  City Manager -  If the aggrieved is not satisfied with the decision by the 
Department Head, the employee may appeal in writing within five working days on the 
Grievance Form to the City Manager. The aggrieved shall provide the information 
requested on the form for the City Manager level. The City Manager shall have 10 
working days to respond to the grievance and the response shall be in writing utilizing the 
Grievance Form. If the aggrieved party is not satisfied with the decision rendered at this 
stage, then binding arbitration may be invoked.
Step 4 -  Binding Arbitration -  Binding arbitration may only be invoked by the UNION 
after reviewing the entire grievance. In the event arbitration is desired, the UNION shall 
serve a demand for arbitration on the CITY within 30 days of the City Manager’s 
decision. The demand for arbitration shall include a full and complete statement of the 
grievance presented and a citation to the contract clause the UNION claims to have been 
violated. The grievance shall be subject to binding and final arbitration pursuant to the
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Public Employment Relations Board rules for the conduct of voluntary grievance 
arbitration. Failure to file for arbitration within the 30 days shall be deemed waiver of 
whatever rights the UNION may have had to arbitrate the matter. The parties shall 
attempt to mutually agree on an arbitrator. If they cannot agree then, within three days of 
receipt of the selection list from PERB, the parties shall proceed as provided in the PERB 
rules.
Effective on June 12, 2017, for all grievances not yet processed to arbitration, if the 
grievance is not resolved at Step 3, the UNION will have 30 calendar days within which 
to submit the grievance to final and binding arbitration. The demand for arbitration will 
include a full and complete statement of the grievance presented and a citation to the 
contract clause the UNION claims to have been violated. Arbitration will be invoked by 
the UNION with notice to the City Manager and Corporation Counsel to be sent by, at a 
minimum, certified mail, return receipt requested. Within 10 business days of receipt of 
the UNION’S written notification that it is invoking arbitration, the City Manager or 
designee will assign the next available arbitrator from the parties' grievance arbitration 
panel. Arbitration will be conducted before a rotating panel comprised of the following 
arbitrators: Steven Kasarda, Jay Siegel and David Stein. Any arbitrator(s) may be 
removed from the panel by a party upon written notice to the other to be received by that 
party by not later than December 1 each calendar year. Should this occur, the parties will 
immediately meet to attempt to agree upon a replacements). Failure to agree upon a 
replacement(s) will not be subject to the grievance or arbitration procedure, PERB or 
court jurisdiction, or other third party review except that, if the panel contains fewer than 
two names for one or more months, then a party will have the unilateral option, on 
written notice to the other, to replace the panel for grievances not then pending with 
arbitration through PERB as specified in the 2011 -2016 Agreement. Arbitrators will be 
selected on a rotating basis in alphabetical order and written notification of the arbitrator 
selected will be sent out on a form to be prepared by the CITY. Arbitrations will be 
assigned to arbitrators in the order in which they are received by the City Manager. The 
City Manager’s assignment of arbitrators will constitute a ministerial act, and will not 
constitute participation by the CITY in the arbitration for purposes of preventing the 
CITY from filing an application to stay arbitration pursuant to New York Civil Practice 
Law and Rules Section 7503. If the CITY elects to file an application to stay an 
arbitration, it must do so within 20 calendar days after its receipt of the UNION’S notice 
of demand for arbitration in accordance with the New York Civil Practice Law and Rules 
Section 7503.
The Arbitrator shall not have the power to amend, modify, change, add to, or delete any 
portion of this Agreement. Nor shall the Arbitrator require airy Party to perform any act 
prohibited by law.
The cost of arbitration shall be borne equally by the Parties. The Parties agree to 
implement, with all deliberate speed, the decision of the arbitrator.
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General Provisions
All grievances must be initiated at Step 1 (Supervisory Level) within 30 days of the time 
that the aggrieved received knowledge of the event giving rise to the grievance. A 
grievance not presented to the immediate supervisor on the Grievance Form within the 30 
day period shall be deemed waived.
Failure by either Party to appeal, or respond timely to a grievance to a succeeding Step 
within the time limits set forth in the procedure shall be deemed a waiver by the Party 
failing to observe the time limits. The grievance shall be deemed settled in favor of the 
other Party and the Parties agree to implement the relief sought or abate the grievance.
Copies of decisions on an employee grievance shall be mailed to the CSEA Labor 
Relations Specialist assigned to the bargaining unit. This provision is stated as a matter 
of courtesy and shall not afford procedural or substantive rights to employees or to the 
UNION with regard to this procedure.
ARTICLE XIII 
FITNESS FOR DUTY
The CITY and the UNION recognize that the public has the absolute right to expect persons 
employed by the CITY in will be free from the effects of drugs and controlled substances. The 
CITY, as the employer, has the right to expect its employees to report for work fit and able for 
duty and to set a positive example for the community.
The CITY and the UNION further recognize the special obligation of municipal employees to 
refrain from the illegal use or misuse of controlled substances. The parties recognize and agree 
that the CITY has the right to adopt rule(s), regulations(s), policies and/or procedure(s) to 
implement the terms of provision, which may include testing of employees on the basis of 
reasonable suspicion and/or a random testing basis. CITY and/or Department management will 
negotiate with UNION representatives pursuant to the requirements of the Taylor Law with 
respect to development of rule(s), regulation(s), policy(ies) and/or procedure(s) relating to 
implementation of the terms of this provision.
Employees who are subject to drug and/or alcohol testing pursuant to the terms of the United 
States Department of Transportation commercial driver license requirements shall continue to be 
subject to those provisions.
DRUG AND ALCOHOL TESTING
Effective June 12 2017, the City will conduct reasonable suspicion testing and random 
(suspicionless) testing for drugs and alcohol utilizing the procedures set forth below. In addition, 
in the event that an employee is in an accident in a City-owned vehicle, the City will have the 
right to conduct an immediate drug and aicohol test utilizing the procedures set forth below.
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A. Policy -  It is the policy of the City to detect and deter the abuse of alcohol, the 
use and possession of illegal drugs and the abuse of prescription drugs in the work place. The 
parties recognize that the use and possession of these substances constitutes a serious threat to 
the health and safety of all employees and members of the public. Accordingly, the purpose of 
this Article is to formalize a City policy that prohibits the use, possession, sale, delivery or being 
under the influence of illegal substances and/or drugs and/or alcohol while on duty.
B. Definitions
1. The term “Drug” includes controlled substances as defined in the New 
York State Penal Law and steroids and marijuana as defined in that Law.
2. The term “Drug Abuse” includes the use of a controlled substance or 
marihuana that has not been legally prescribed and/or dispensed, and the improper or excessive 
use of a legally prescribed drug as determined by the Medical Review Officer designated by the 
City.
3. The term “Alcohol Abuse” will be a test result of 0.04 or greater.
4. Random Employee Selection Sheet: A computer-generated list of 
randomly selected employees identified by employee l.D. numbers.
5. Computer Control Sheet: A computer generated list of all employees 
contained within the random drug/alcohol test data base.
C. Procedure
1. Whenever employees obtain information or suspect that another employee 
may be abusing drugs or alcohol, they will immediately notify their Department Head, in 
writing.
2. Refusal to submit. The refusal by an employee to submit to a drug or 
alcohol test or the adulteration of the test by the employee pursuant to the provisions of this order 
may result in immediate suspension and subsequent disciplinary action that may include 
dismissal from City' employment pursuant to CBA Article VII and applicable law.
3. Testing Procedures
a. Employees will only be required to submit to testing as set forth in
this procedure.
b. Determination of Reasonable Suspicion: The persons designated to 
detennine whether reasonable suspicion exists to require a covered employee to undergo alcohol 
or drug testing will be any department head, assistant/deputy department head, Commissioner, or 
Deputy Commissioner, attorney or the City' Manager, of the City provided that they are trained 
pursuant to this policy.
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c. Documentation of Reasonable Suspicion: When the designated 
supervisor finds the available facts objectively indicate that reasonable suspicion exists that a test 
of the employee would yield a positive result for a violation of this policy then, following the 
Union’s or the Employee’s request, the City will document the facts contributing to and forming 
the basis for the reasonable suspicion.
d. Every reasonable effort will be made to maintain employee 
confidentiality. In order to ensure confidentiality and the integrity of the tests, samples will only 
be taken at the test location by the authorized medical staff. Sample taking will not be conducted, 
or otherwise interfered with by the City or any employee’s representative. Samples will never be 
handled or tampered with by the City or any employee’s representative. Samples will not be 
released to anyone, except as authorized in this policy or as required by law, without the 
employee’s written consent.
e. Each employee being tested will present proper photographic 
identification at the test location.
f. Each employee being tested may consult with and be accompanied 
by a Union representative, who may confer with and advise the employee before and after the 
collection process, but will not participate in or interfere with the process in any way. The 
representative will be given reasonable advance notice of when the testing will occur so that he 
or she may attend. However, the collection process will not be delayed because the 
representative is unavailable. The City will notify the employee in writing of the right to Union 
representation at the time of notification for testing.
g. Prior to testing, each employee will list all medications ingested 
during the preceding 10 calendar days. The employee may also list any supplements, vitamins, 
herbs, foods or other products ingested during that same period. The list will be sealed in an 
envelope and the employee’s name and date will be written on the outside. If the test results are 
negative, the envelope will remain sealed and be destroyed in the presence of the Union 
President or designee.
h. There will be no direct observation of the giving of the urine 
sample unless there is reason to believe that the sample may be tampered with, in which event 
direct observation by an authorized individual of the medical staff is permitted. This individual 
will be a person of the same gender as the employee providing the sample.
i. Testing will be performed by a laboratory licensed or certified by 
the Substance Abuse and Mental Health Services Administration (SAMHSA), U.S. Department 
of Health and Human Services (HHS). Two separate containers supplied by the testing lab will 
be prepared by each employee being tested. Each container will have a code number and date of 
collection affixed. The specimen will be divided into two samples at the time of collection and 
wdli be sealed and initialed in the presence of the employee.
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j. The laboratory administering the test will assure that the 
appropriate chain of custody is established in order to verify the identity of each sample being 
tested.
k. Initial alcohol screening will be conducted by a breath alcohol 
technician using an individually-sealed mouthpiece opened and attached to the evidential breath 
testing device (“EBT”). The employee will be asked to forcefully blow into the mouthpiece for at 
least six seconds, or until the EBT indicates that an adequate amount of breath has been obtained. 
If the employee states that he/she does not have sufficient air capacity, then the employee will be 
immediately sent for a medical evaluation for verification of the claim. Absence of verification 
will be considered a refusal. If the result of the screening is an alcohol concentration of greater 
than 0.04, a confirmation test will be performed between 15 and 20 minutes after the completion 
of the screening test. Prior to the confirmation test, the EBT will be cleaned and a new 
mouthpiece will be used. If the first test result is negative, no further testing will be performed.
If the confirmation test is negative, the entire test will be deemed negative, and a negative test 
result will be reported. Samples will be destroyed.
l. Initial drug screening will be by the Enzyme Multiple 
Immunoassay Testing (EMIT). No sample will be further tested upon a negative screening for 
controlled substances or marijuana. After a negative screening, the sample will be destroyed.
m. Each and every positive EMIT test will be confirmed using Gas 
Chromatography Mass Spectrometry test (GCMS). Only if confirmed by GCMS will a test result 
in a positive report. In order to be defined as a “positive” result, the initial and/or confirmatory 
test levels must be at or above those set forth in the applicable federal D.O.T. guidelines.
n. Any employee whose test results in a positive report may, within 
five business days of receiving notification of the result, request in writing to the City Manager 
that the second sample be made available for retesting at a licensed/certified laboratory from a 
list of laboratories supplied by the City. The City will be responsible for all costs and expenses in 
connection with the retesting. If the retesting results in a negative report, the test will be deemed 
negative and all samples will be destroyed.
o. Employees who are subject to random drug and alcohol testing will 
report for testing upon notification if on duty, or on their next scheduled working shift if not on 
duty.
p. Selection of employees to be selected on a random basis will be 
performed by a computer program that will randomly select the employee number of those to be 
tested. The random selection of an employee will not result in that employee’s number being 
removed from the selection process. Upon request, the City will provide the Union with a list of 
all employees actually tested based upon a specific selection, as well as the relevant computer­
generated list.
q. The selection will be made by a laboratory licensed or certified by 
SAMHSA, HHS and witnessed by the designated City representative, as well as a representative
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designated by the Union. All designated representatives will affix their signatures to the random 
employee selection sheet and computer control sheet.
r. The selection process will not be delayed due to the unavailability 
of the Union representative.
s. An employee selected will be notified and ordered to report for 
testing. Employees will not be given any advance notice of randomly scheduled tests. The Union 
President will be permitted to review the list of employees selected for testing and the computer 
control sheet after all selected employees have been tested.
t. Employees will not be recalled to duty for random testing on their 
regularly scheduled days off or if the employee is on authorized leave.
u. All random employee selection sheets and corresponding computer 
control sheets will be maintained in the office designated for that purpose by the City.
v. Removal Based on Behavior or Appearance Alone: Whenever no 
approved testing devices are available and the City removes the employee from work based only 
on behavior or appearance the City may assign the employee to duties within the employee’s job 
description or send the employee home.
w. An employee will be exempt from a drug test if at the time of 
selection for that particular test the employee is unavailable due to: (i) vacation; (ii) injury; (iii) 
sickness;(iv) military leave; (v) bereavement leave; (vi) jury duty: (vii) personal leave; (viii) 
compensatory time; or (ix) mutual exchange.
4. Results of Tests
Employees who are tested will be notified of the results of all drug/alcohol tests 
and provided a copy of the corresponding test results, as they become available, at no cost to the 
employee.
5. Confidentiality
The test results and/or other records released are to be used solely by the City to 
carry out its obligations pursuant to the drug/ alcohol testing policy, administering the 
contractual procedures, taking appropriate disciplinary action, or where the release is authorized 
or required by law. For the purpose of administering the policy, they may only be accessed by a 
Council Member if designated for that purpose, the City Manager, and the Corporation Counsel, 
and/or their designated medical experts, or others authorized by the Corporation Counsel for the 
purpose of presenting evidence in disciplinary matters. If release of these records to others is 
authorized or required by law, the City will provide written notification to the employee listing 
the records released and to whom the records were released. Except as required by law, the City' 
will redact all personally identifying information except the employee’s ID number.
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6. Positive Test Results
a. All positive test results will be reviewed and verified by a qualified 
Medical Review Officer (MRO) designated by the certified laboratory as designated by the City. 
The Medical Review Officer will examine alternate medical explanations for a positive test 
result. Pursuant to this responsibility, he/she may conduct a medical interview with the 
employee, who may be accompanied to the interview by an attorney or Union representative, 
review the employee’s medical history or review any other relevant biomedical factors. If the 
MRO objects, the attorney or representative may not sit in during the interview. In this case, the 
employee may stop the interview at any time for the purpose of consulting with the attorney or 
representative, provided that no unreasonable delay results in conducting or continuing the 
interview. If the employee provides appropriate documentation and/or the MRO determines that 
there is a legitimate medical use of the prohibited drug or alcohol, or an alternate medical 
explanation exists, then the test results are reported as negative. A negative test result is not 
reviewable by the City.
b. Positive Alcohol Test: Employees who test positive for the use of 
alcohol, after being interviewed by the MRO, will be relieved of duty consistent with the CBA 
and applicable law. The City retains the right to discipline an employee who tests positive for 
alcohol with a BAC of .04 or greater up to and including dismissal. In the sole discretion of the 
City, employees who test positive for the use of alcohol who do not have a history of alcohol 
abuse may be referred to the EAP.
c. Positive Drug Test: Employees who test positive for the use of 
drugs, after being interviewed by the MRO, will be relieved of duty. The City retains the right to 
discipline an employee who tests positive for drug use up to and including dismissal. In the sole 
discretion of the City, employees who test positive for the use of drugs who do not have a history 
of drug abuse may be referred to the EAP.
d. Discipline for Positive Test Results: Subject to the restrictions of 
this policy, the City has the right to discipline employees who test positive for drug or alcohol 
use.
e. Voluntary Treatment: An employee may voluntarily seek treatment 
at any time before he/she reports to the laboratory for testing. An employee who voluntarily 
seeks treatment for substance abuse under the auspices of the EAP will immediately notify the 
EAP of the desire to participate in the program. The employee and the representative of the EAP 
will meet as soon as possible for purposes of discussion on entrance into the program. Any 
employee who has voluntarily sought treatment will not be subject to any disciplinary' action for 
that reason.
f. Return to Work. An employee who enters and successfully 
completes a rehabilitation program will not be entitled to enter another rehabilitation program if 
the employee tests positive within five years of the previous positive test, unless the City 
otherwise agrees.
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Supervisor Referrals To Employee Assistance Program
The CITY and UNION agree that maintaining high job performance is beneficial to the CITY 
and to CITY employees. The CITY offers an Employee Assistance Program (EAP), which 
provides various services at little or no cost to employees. Its sendees include: problem 
assessment, counseling and crisis intervention, comprehensive treatment recommendations and 
follow-up, case management, access to a wide network of service providers and convenient 
office hours and locations, among others. The purpose of the EAP is to assist employees in 
successfully addressing circumstances and problems in their lives and the lives of their family 
members to enable them to enhance their quality of life and maintain high job performance.
A decline in an employee’s job performance may be an indication of a circumstance or problem 
existing in the employee’s working or personal life. In this case, the CITY, acting by and 
through a Department Head, deputy department head, manager, director or supervisor of the 
employee, may refer the employee to the EAP. This referral shall be prior to the commencement 
of formal disciplinary proceedings pursuant to this Agreement or any law, rule or regulation, and 
shall not be considered a disciplinary procedure in any way.
The decision to refer an employee to the EAP shall be discretionary on the part of the CITY, but 
shall not be unreasonably withheld. The decision to accept referral to the EAP shall be 
discretionary with the employee. The decision to decline referral to the EAP by the employee 
shall not be considered a violation of any obligation or rule by the employee, and shall not be 
considered a wrongful act or be held against the employee in any way.
Should the employee’s job performance approach or decline below acceptable standards, the 
CITY retains the right to undertake any disciplinary procedures provided in this Agreement or by 
applicable law, rule or regulation, whether the employee has or is participating in the EAP or not. 
However, without prejudice to any employee who is not participating in the EAP, the CITY may 
take into consideration the participation of an employee in the EAP to address any circumstance 
or problem for which the EAP is appropriate in determining whether and to what degree the 
institution of disciplinary procedures is appropriate or necessary, where the participation may 
mitigate against or reduce the severity of the discipline.
The CITY shall be responsible for the administration of the EAP.
ARTICLE XIV
DEFERRED COMPENSATION PLAN
A. The CITY will elect to participate in the deferred compensation plan provided to 
employees of the State of New York pursuant to New York State Finance Law Section 
5.3.c. Employees may participate in the deferred compensation plan, when offered, 
provided that employee participation is at no cost to the CITY except as the parties may 
mutually agree. Because the deferred compensation plan is designed and administered by 
the Administrator of the State plan, any changes in the deferred compensation plan may 
be made by the Administrator without negotiation with the UNION. When possible, 
changes in the deferred compensation plan shall be made on prior notice to employees
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and the UNION, The CITY’s participation in the deferred compensation plan is subject 
to terms, conditions and approvals required by State and federal law and by the rules and 
regulations of the deferred compensation board established pursuant to State Finance 
Law section 5.
B. In order to encourage employee participation, the City will provide a onetime sign up 
bonus to new enrollees who apply to enroll prior to June 30th of each calendar year during 
the term of this Agreement of $500.00 and a one-time dollar-for-dollar match of up to 
$250.00 to each member of the collective bargaining unit who enrolls or is already 
previously enrolled in the Deferred Compensation Plan as of the date this new collective 
bargaining agreement is fully executed by the parties. The monies will be paid as set 
forth above to all employees eligible therefor within twenty-one (21) days of the date said 
employee(s) qualify for same.
ARTICLE XV 
EDUCATION BENEFIT
Subject to prior course approval by the City Manager, the full cost of tuition, books and 
school fees incurred by any employee attending BOCES (vocational educational courses), or any 
college associate’s degree or bachelor’s degree related to the duties and responsibilities of the 
employee’s position with the CITY, shall be paid by the CITY on a semester basis upon the 
successful completion of the course and submission of official grade reports. Reimbursement 
shall occur within 30 days of receipt of the official grade report. The reimbursement for tuition 
shall not exceed the cost per degree credit for New York State residents charged by SUNY (New 
Paltz) and/or BOCES, and that reimbursement shall be made only for courses in which the 
employee receives a grade level of “C” or better. The reimbursement terms shall apply to 
“internet” and/or “distance learning” courses leading to a final degree that has been accredited or 
otherwise duly approved by the New York State Department of Education for purposes of a 
certification or college degree. In the event that an employee separates from the CITY within 
three years from the date of completion of any approved course, the employee shall reimburse 
the City for all expenses paid by the City on a prorated or “sliding scale” basis.
Any books paid for by the CITY pursuant to this section shall become the property of the
CITY.
ARTICLE XVI
CONFORMITY WITH LAW OR PRACTICE
Section 1 -  No Strike Provision
The UNION affirms that it will abide by the provisions of Section 210 of the Public 
Employees’ Fair Employment Act pertaining to the prohibition of strikes and will not assert the 
right to strike against the CITY or enter into any concerted stoppage of work or slowdown; that it
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will not assist or engage in a strike; that it will not cause, instigate, encourage or condone a strike 
or impose an obligation upon its members to conduct, assist or participate in a strike.
Section 2 -  No Diminishment
Except as provided herein, the CITY will maintain all existing employees’ benefits and 
conditions of employment without diminishment during the tenn of this Agreement.
Section 3 -  Mandated Provision of the Law
Notice, as provided by Section 204-A of the Civil Service Law, as amended:
“IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF 
THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFOR, SHALL NOT BECOME EFFECTIVE UNTIL 
THE APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL.”
ARTICLE XVII 
MANAGERIAL RIGHTS
It is recognized that the management of the department, the control of its properties and the 
maintenance of order and efficiency, are solely the responsibilities of the CITY. Accordingly, 
the CITY retains all rights, except as they may be specifically modified in this Agreement 
including, but not limited to, select and direct the work forces; hire, suspend or discharge for 
cause; make reasonable and binding rules that shall not be inconsistent with this Agreement; 
assign, promote or transfer; determine the amount of overtime to be worked; relieve employees 
from duty because of lack of work or for other legitimate reasons; decide on the number and 
location of facilities, stations; etc., determine the work to be performed, amount of supervision 
necessary, equipment, methods, schedules, together with the selection, procurement, designing, 
engineering and the control of equipment and materials; and purchase the service of others, by 
contract or otherwise except as they may be otherwise specifically limited in this Agreement, and 
make reasonable and binding rules that shall not be inconsistent with this Agreement. 
Furthermore, the CITY has the right to contract or make other arrangements for performing work 
previously performed by bargaining unit members in circumstances where (a) there is a 
temporary need to provide a service for a period of up to 180 days pending filling a position with 
a CITY employee; or (b) there is an emergency condition constituting a threat to public health or 
safety, such as, for example, but not limited to, snowstorms, hurricane, water main break, 
building collapse; etc., or (c) the CITY has not been in compliance with Federal, State or County 
laws or regulations in providing a sendee and non-compliance may subject the CITY to 
regulatory fines, penalties or related civil actions.
36
1/19/18
T h e  C i t y  r e s e r v e s  t h e  r i g h t  t o  i n s t a l l  a n d  u t i l i z e  G P S  t e c h n o l o g y  o n  e m p l o y e r - o w n e d  e q u i p m e n t  
t o  m o n i t o r  e m p l o y e e  a c t i v i t i e s  w h i l e  a t  w o r k .  D a t a  r e c e i v e d  f r o m  t h e  u t i l i z a t i o n  o f  t h i s  
t e c h n o l o g y  m a y  b e  u s e d  i n  d i s c i p l i n a r y  p r o c e e d i n g s  s o l e l y  a s  s u p p o r t i n g  e v i d e n c e .
A R T I C L E  X V I i l  
D U R A T I O N
T h i s  A g r e e m e n t  a s  a m e n d e d  s h a l l  b e c o m e  e f f e c t i v e  o n  t h e  f i r s t  d a y  o f  J a n u a r y ,  2 0 1 7  a n d  
s h a l l  t e r m i n a t e  a t  t h e  c l o s e  o f  b u s i n e s s  o n  t h e  3 1 st d a y  o f  D e c e m b e r ,  2 0 2 1 .  T h e  t e r m s  o f  t h i s  
A g r e e m e n t  s h a l l  a p p l y  t o  p e r s o n s  w h o  a r e  o r  w h o  b e c o m e  m e m b e r s  o f  t h e  b a r g a i n i n g  u n i t  o n  o r  
a f t e r  J a n u a r y  1 , 2 0 1 7 .
D a t e d  a t  N e w b u r g h ,  O r a n g e  C o u n t y ,  N e w  Y o r k .
F o r  t h e  C i t y  o f  N e w b u r g h
M I C H A E L  C I A R A V I N O ,  C i t y  M a n a g e r
F o r  t h e  C i v i l  S e r v i c e  E m p l o y e e s  
A s s o c i a t i o n :
f ' r - r ' 3-£-*V.
J A M E S  S M I T H .  P r e s i d e n t
V ' —
EDwi&tTHOWARD,
C h a i r m a n ,  N e g o t i a t i n g  C o m m i t t e e
7 V A N E S S A  B i g  
’-  ' t a b o r  R e l a t i o n s  S p e c i a l i s t
CITY SEAL:
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APPENDIX A
PAGE 1
CITY OF NEWBURGH
SALARY TITLES AND GRADE ALLOCATIONS
TITLE GRADE
ACCOUNT CLERK..................................................... .................................. .................. 3
ACCOUNT CLERK-TYPIST.............................................................. . ................. .....3
AFTERSCHOOL INITIATIVES COORDINATOR.......................... ....................... 4
ANIMAL CONTROL OFFICER................... ........................................ ............... . . . ....6
ASSISTANT ANIMAL CONTROL OFFICER................................... .................... ...2
ASSISTANT ASSESSOR....................... .......................................... ................... 17
ASSISTANT CITY ENGINEER........................................................ ......... ..........23
ASSISTANT MAINTENANCE MECHANIC ......................................................10
ASSISTANT RECREATION SUPERVISOR.............................. . ......................19
ASSISTANT SUPERINTENDENT OF PUBLIC WORKS .............. ......................23
ASSISTANT TO THE ASSESSOR..............................................................................16
AUTOMOTIVE MECHANIC........................................................................................14
AUTOMOTIVE MECHANIC/TOW TRUCK OPERATOR............ ......................14
AUTOMOTIVE PARTS COORDINATOR.................. ..................... ........................ 9
AUTOMOTIVE REPAIR SPECIALIST..............................................
BI-LINGUAL CLERK..............................................................................
......................14
........................ 1
BI-LINGUAL TRANSLATOR/TYPIST.............................................. ........................ 3
BI-LINGUAL TYPIST.............................................................................. ........................ 1
BOOKKEEPER..................................................................................... . ......................23
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BUILDING MAINTENANCE WORKER.................................................... ..........5
BUILDING MAINTENANCE EQUIPMENT MECHANIC ................................ 19
CASHIER......................................................................       ....4
CHIEF AUTOMOTIVE MECHANIC....................     9
CHIEF WATER TREATMENT PLANT OPERATOR.................   23
CHIEF WATER AND SEWAGE TREATMENT PLANT OPERATOR........... 23
CLEANER........... ..............................................................   2
CLERK............... ......................................................................... ............ ................ 1
CODE COMPLIANCE OFFICER..............         .12
COMPUTER OPERATOR...........................     .......6
COMPUTER PROGRAMMER/OPERATOR...............       12
DATA ENTRY OPERATOR.......................................................    .,1
DATA PROCESSING SUPERVISOR.................................................................. 18
DESKTOP TECHNICIAN...................................................    14
DEVELOPMENT COORDINATOR..................................................................... 24
DIRECTOR OF COMMUNITY DEVELOPMENT (eff. June 12, 2017)
DISPATCHER....................................................     8
ECONOMIC DEVELOPMENT SPECIALIST (eff. June 12, 2017)
ENGINEER TECHNICIAN.....................................................................................17
APPENDIX A
PAGE 2
SALARY TITLES AND GRADE ALLOCATIONS (CONT’D)
TITLE GRADE
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GARAGE ATTENDANT.................................................................................. .......5
GIS ANALYST................................................................ ......................................21
HEAVY EQUIPMENT OPERATOR................................................  ....,.,..,.19
HISTORIC PRESERVATION OFFICER............................   15
INFORMATION SYSTEMS MANAGER....................     24
IT ASSISTANT...... ...................     6
JUNIOR CIVIL ENGINEER............ ................ ........................................... ..... ...15
LABOR SUPERVISOR........................     22
LABORER.......... ..............................       10
MAINTENANCE LABORER........................................     ......5
MAINTENANCE MECHANIC....... .......................       15
MAINTENANCE WORKER..........................      .5
MECHANIC'S HELPER...........................................................       8
MOTOR EQUIPMENT OPERATOR.......................................... ................. ........14
NEIGHBORHOOD DEVELOPMENT COORDINATOR.... ............................... 15
PARKING ENFORCEMENT OFFICER.........................     2
PLANNER................................................................................................................22
PLUMBING INSPECTOR....................................................................  16
PRINCIPAL STENOGRAPHER.............................................................   7
PRISONER ATTENDANT....................................................S20/HR FLAT RATE
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SALARY TITLES AND GRADE ALLOCATIONS (CONT’D)
TITLE GRADE
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PROGRAM ASSISTANT.............................................. ....................................... 12
PROPERTY MANAGER.............................................................................. 7
REAL PROPERTY DATA CLERK    ................................................ . ....8
RECORDS MANAGEMENT OFFICER....................................... ....................... 21
RECREATION COORDINATOR..........................................  7
RESERVOIR SUPERVISOR..................      6
SANITATION ENFORCEMENT OFFICER..............................    9
SANITATION SUPERVISOR..... .......................................................................... 16
SANITATION WORKER...... ..........         ........10
SECRETARY TO THE LAND USE BOARDS........ ...................     3
SENIOR ACCOUNT CLERK...................................................... .........................15
SENIOR AUTOMOTIVE MECHANIC.........................................................   21
SENIOR PAYROLL CLERK........................       ..,.15
SENIOR RECREATION LEADER........... ..............................    7
SENIOR STENOGRAPHER.........................................................   ...4
SENIOR TYPIST....... ........................................................    3
SENIOR WATER TREATMENT PLANT OPERATOR.................  21
SEWER MAINTENANCE MECHANIC...........................................  .....19
SKILLED LABORER......................   4
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SALARY TITLES AND GRADE ALLOCATIONS (CONT’D)
TITLE GRADE
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STENOGRAPHER.......................................... .......................... .................. ............2
SUPERVISING CASHIER........................................    14
TRAFFIC EQUIPMENT SERVICER.................................... ,..................... .........11
TRAFFIC EQUIPMENT SUPERVISOR............... ............................. .................21
TREE TRIMMER.......................       15
TYPIST................................. ............................................ ........................................ 1
WATER MAINTENANCE MECHANIC......... .....................................  14
WATER MAINTENANCE WORKER  ..................................... .......................4
WATER MAINTENANCE SUPERVISOR....................     19
WATER METER READER...........................      4
WATER METER REPAIR SERVICER......................... .................................... ...A
WATER TREATMENT PLANT OPERATOR........................... .........................20
WATER TREATMENT PLANT OPERATOR TRAINEE....... ..................... .....10
WORKING SUPERVISOR......... ........................     15
YOUTH SERVICES COORDINATOR...................     19
YOUTH SERVICES SPECIALIST................................     4
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SALARY TITLES AND GRADE ALLOCATIONS (CONT’D)
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APPENDIX B
City of Newburgh
CSEA 2017 Salary Schedule
Effective January 1, 2017
Grade Start Year 1 2nd Year 3rd Year 4th Year 5th Year 6th Year
1 $ 30,935 $ 32,173 $ 33,410 $ 34,647 $ 35,884 $ 37,122
2 $ 31,735 $ 32,959 $ 34,182 $ 35,404 $ 36,635 $ 37,858
3 $ 32,487 $ 33,720 $ 34,949 $ 36,178 $ 37,414 $ 38,643
4 $ 33,181 $ 34,435 $ 35,685 $ 36,934 $ 38,185 $ 39,434
5 $ 33,993 $ 35,254 $ 36,514 $ 37,777 $ 39,034 $ 40,292
6 $ 34,850 $ 36,116 $ 37,383 $ 38,648 $ 39,910 $ 41,182
7 $ 35,754 $ 37,029 $ 38,297 $ 39,573 $ 40,845 $ 42,119
8 $ 36,706 $ 37,987 $ 39,267 $ 40,544 $ 41,821 $ 43,101
9 $ 37,707 $ 38,990 $ 40,277 $ 41,565 $ 42,849 $ 44,136
10 $ 38,748 $ 40,040 $ 41,335 $ 42,635 $ 43,929 $ 45,230
11 $ 39,407 $ 40,710 $ 42,012 $ 43,310 $ 44,609 $ 45,911
12 $ 40,091 $ 41,396 $ 42,697 $ 44,002 $ 45,304 $ 46,606
13 $ 40,778 $ 42,091 $ 43,401 $ 44,712 $ 46,028 $ 47,335
14 $ 41,508 $ 42,825 $ 44,140 $ 45,451 $ 46,768 $ 48,082
15 $ 42,207 $ 43,533 $ 44,853 $ 46,174 $ 47,489 $ 48,813
16 $ 42,961 $ 44,293 $ 45,622 $ 46,948 $ 48,278 $ 49,608
17 $ 43,765 $ 45,099 $ 46,430 $ 47,761 $ 49,096 $ 50,425
18 $ 45,656 $ 47,003 $ 48,352 $ 49,703 $ 51,053 $ 52,398
19 $ 47,113 $ 48,466 $ 49,824 $ 51,181 $ 52,537 $ 53,892
20 $ 48,650 $ 50,017 $ 51,380 $ 52,740 $ 54,106 $ 55,468
21 $ 51,892 $ 53,285 $ 54,680 $ 56,067 $ 57,464 $ 58,853
22 $ 53,621 $ 55,030 $ 56,436 $ 57,843 $ 59,251 $ 60,659
23 $ 59,464 $ 60,912 $ 62,358 $ 63,807 $ 65,250 $ 66,700
24 $ 62,474 $ 63,975 $ 65,474 $ 66,979 $ 68,478 $ 69,979
25 $ 64,891 $ 66,452 $ 68,013 $ 69,576 $ 71,136 $ 72,696
26 $ 67,406 $ 69,028 $ 70,651 $ 72,278 $ 73,901 $ 75,523
27 $ 70,021 $ 71,709 $ 73,396 $ 75,088 $ 76,775 $ 78,463
28 $ 72,740 $ 74,496 $ 76,251 $ 78,011 $ 79,764 $ 81,521
29 $ 75,568 $ 77,394 $ 79,219 $ 81,049 $ 82,874 $ 84,699
30 $ 78,510 $ 80,409 $ 82,307 $ 84,210 $ 86,108 $ 88,007
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APPENDIX C
City of Newburgh 
CSEA 2018 Salary Schedule 
Effective January 1, 2018
Grade Start Year 1 2nd Year 3rd Year 4th Year 5th Year 6th Year
1 $ 30,935 $ 32,173 $ 33,410 $ 34,647 $ 35,884 $ 37,122
2 $ 31,735 $ 32,959 $ 34,182 $ 35,404 $ 36,635 $ 37,858
3 $ 32,487 $ 33,720 $ 34,949 $ 36,178 $ 37,414 $ 38,643
4 $ 33,181 $ 34,435 $ 35,685 $ 36,934 $ 38,185 $ 39,434
5 $ 33,993 $ 35,254 $ 36,514 $ 37,777 $ 39,034 $ 40,292
6 $ 34,850 $ 36,116 $ 37,383 $ 38,648 $ 39,910 $ 41,182
7 $ 35,754 $ 37,029 $ 38,297 $ 39,573 $ 40,845 $ 42,119
8 $ 36,706 $ 37,987 $ 39,267 $ 40,544 $ 41,821 $ 43,101
9 $ 37,707 $ 38,990 $ 40,277 $ 41,565 $ 42,849 $ 44,136
10 $ 38,748 $ 40,040 $ 41,335 $ 42,635 $ 43,929 $ 45,230
11 $ 39,407 $ 40,710 $ 42,012 $ 43,310 $ 44,609 $ 45,911
12 $ 40,091 $ 41,396 $ 42,697 $ 44,002 $ 45,304 $ 46,606
13 $ 40,778 $ 42,091 $ 43,401 $ 44,712 $ 46,028 $ 47,335
14 $ 41,508 $ 42,825 $ 44,140 $ 45,451 $ 46,768 $ 48,082
15 $ 42,207 $ 43,533 $ 44,853 $ 46,174 $ 47,489 $ 48,813
16 $ 42,961 $ 44,293 $ 45,622 $ 46,948 $ 48,278 $ 49,608
17 $ 43,765 $ 45,099 $ 46,430 $ 47,761 $ 49,096 $ 50,425
18 $ 45,656 $ 47,003 $ 48,352 $ 49,703 $ 51,053 $ 52,398
19 $ 47,113 $ 48,466 $ 49,824  ^ $ 51,181 $ 52,537 $ 53,892
20 $ 48,650 $ 50,017 $ 51,380 ; $ 52,740 $ 54,106 $ 55,468
21 $ 51,892 $ 53,285 $ 54,680 $ 56,067 $ 57,464 $ 58,853
22 $ 53,621 $ 55,030 $ 56,436 $ 57,843 $ 59,251 $ 60,659
23 $ 59,464 $ 60,912 $ 62,358 $ 63,807 $ 65,250 $ 66,700
24 $ 62,474 $ 63,975 $ 65,474 $ 66,979 $ 68,478 $ 69,979
25 $ $ 66,452 $ 68,013 $ 69,576 $ 71,136 1 $ 72,696
26 $ 67,406 $ 69,028 $ 70,651 $ 72,278 $ 73,901 $ 75,523
27 $ 70,021 $ 71,709 $ 73,396 $ 75,088 $ 76,775 $ 78,463
28 $ 72,740 $ 74,496 $ 76,251 $ 78,011 $ 79,764 $ 81,521
29 $ 75,568 $ 77,394 $ 79,219 $ 81,049 $ 82,874 $ 84,699
30 $ 78,510 $ 80,409 $ 82,307 $ 84,210 $ 86,108 1 $ 88,007
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APPENDIX D
City of Newburgh
CSEA 2019 Salary Schedule
Effective January 1, 2019
Grade Start Year 1 2nd Year 3rd Year 4th Year 5th Year 6th Year
1 $ 30,935 $ 32,173 $ 33,410 $ 34,647 $ 35,884 $ 37,122
2 $ 31,735 $ 32,959 $ 34,182 $ 35,404 $ 36,635 $ 37,858
3 $ 32,487 $ 33,720 $ 34,949 $ 36,178 $ 37,414 $ 38,643
4 $ 33,181 $ 34,435 $ 35,685 $ 36,934 $ 38,185 $ 39,434
5 $ 33,993 $ 35,254 $ 36,514 $ 37,777 $ 39,034 $ 40,292
6 $ 34,850 $ 36,116 $ 37,383 $ 38,648 $ 39,910 $ 41,182
7 $ 35,754 $ 37,029 $ 38,297 $ 39,573 $ 40,845 $ 42,119
8 $ 36,706 $ 37,987 $ 39,267 $ 40,544 $ 41,821 $ 43,101
9 $ 37,707 $ 38,990 $ 40,277 $ 41,565 $ 42,849 $ 44,136
10 $ 38,748 $ 40,040 $ 41,335 $ 42,635 $ 43,929 $ 45,230
11 $ 39,407 $ 40,710 $ 42,012 $ 43,310 $ 44,609 $ 45,911
12 $ 40,091 $ 41,396 $ 42,697 $ 44,002 $ 45,304 $ 46,606
13 $ 40,778 $ 42,091 $ 43,401 $ 44,712 $ 46,028 $ 47,335
14 $ 41,508 $ 42,825 $ 44,140 $ 45,451 $ 46,768 $ 48,082
15 $ 42,207 $ 43,533 $ 44,853 $ 46,174 $ 47,489 $ 48,813
16 $ 42,961 $ 44,293 $ 45,622 $ 46,948 $ 48,278 $ 49,608
17 $ 43,765 $ 45,099 $ 46,430 $ 47,761 $ 49,096 $ 50,425
18 $ 45,656 $ 47,003 $ 48,352 $ 49,703 $ 51,053 $ 52,398
19 $ 47,113 $ 48,466 $ 49,824 $ 51,181 $ 52,537 $ 53,892
20 $ 48,650 $ 50,017 $ 51,380 : $ 52,740 $ 54,106 $ 55,468
21 $ 51,892 $ 53,285 $ 54,680 $ 56,067 $ 57,464 $ 58,853
22 $ 53,621 $ 55,030 $ 56,436 $ 57,843 $ 59,251 $ 60,659
23 $ 59,464 $ 60,912 $ 62,358 $ 63,807 $ 65,250 $ 66,700
24 $ 62,474 $ 63,975 $ 65,474 $ 66,979 $ 68,478 $ 69,979
25 $ 64,891 $ 66,452 $ 68,013 $ 69,576 $ 71,136 $ 72,696
26 $ 67,406 $ 69,028 $ 70,651 $ 72,278 $ 73,901 $ 75,523
27 $ 70,021 $ 71,709 $ 73,396 $ 75,088 $ 76,775 $ 78,463
28 $ 72,740 $ 74,496 $ 76,251 $ 78,011 $ 79,764 $ 81,521
29 $ 75,568 $ 77,394 $ 79,219 $ 81,049 $ 82,874 $ 84,699
30 $ 78,510 $ 80,409 $ 82,307 $ 84,210 $ 86,108 1 $ 88,007
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APPENDIX F
City of Newburgh
CSEA 2021 Salary Schedule
Effective January 1, 2021
Grade Start Year 1 2nd Year 3rd Year 4th Year 5th Year 6th Year
1 $ 31,476 $ 32,736 $ 33,995 $ 35,253 $ 36,512 $ 37,772
2 $ 32,290 $ 33,536 $ 34,780 $ 36,024 $ 37,276 $ 38,521
3 $ 33,056 $ 34,310 $ 35,561 $ 36,811 $ 38,069 $ 39,319
4 $ 33,762 $ 35,038 $ 36,309 $ 37,580 $ 38,853 $ 40,124
5 $ 34,588 $ 35,871 $ 37,153 $ 38,438 $ 39,717 $ 40,997
6 $ 35,460 $ 36,748 $ 38,037 $ 39,324 $ 40,608 $ 41,903
7 $ 36,380 $ 37,677 $ 38,967 $ 40,266 $ 41,560 $ 42,856
8 $ 37,348 $ 38,652 $ 39,954 $ 41,254 $ 42,553 $ 43,855
9 $ 38,367 $ 39,672 $ 40,982 $ 42,292 $ 43,599 $ 44,908
10 $ 39,426 $ 40,741 $ 42,058 $ 43,381 $ 44,698 $ 46,022
11 $ 40,097 $ 41,422 $ 42,747 $ 44,068 $ 45,390 $ 46,714
12 $ 40,793 $ 42,120 $ 43,444 $ 44,772 $ 46,097 $ 47,422
13 $ 41,492 $ 42,828 $ 44,161 $ 45,494 $ 46,833 $ 48,163
14 $ 42,234 $ 43,574 $ 44,912 $ 46,246 $ 47,586 $ 48,923
15 $ 42,946 $ 44,295 $ 45,638 $ 46,982 $ 48,320 $ 49,667
16 $ 43,713 $ 45,068 $ 46,420 $ 47,770 $ 49,123 $ 50,476
17 $ 44,531 $ 45,888 $ 47,243 $ 48,597 $ 49,955 $ 51,307
18 $ 46,455 $ 47,826 $ 49,198 $ 50,573 $ 51,946 $ 53,315
19 $ 47,937 $ 49,314 $ 50,696 $ 52,077 $ 53,456 $ 54,835
20 $ 49,501 $ 50,892 $ 52,279 $ 53,663 $ 55,053 $ 56,439
21 $ 52,800 $ 54,217 $ 55,637 $ 57,048 $ 58,470 $ 59,883
22 _ $ 54,559 $ 55,993 $ 57,424 $ 58,855 $ 60,288 $ 61,721
23 $ 60,505 $ 61,978 $ 63,449 $ 64,924 $ 6 6 3 2 $ 67,867
24 $ 63,567 $ 65,095 $ 66,620 $ 68,151 $ 69,676 $ 71,204
25 $ 66,027 $ 67,615 $ 69,203 $ 70,794 $ 72,381 $ 73,968
26 $ 68,586 $ 70,236 $ 71,887 $ 73,543 $ 75,194 $ 76,845
27 $ 71,246 $ 72,964 $ 74,680 $ 76,402 $ 78,119 $ 79,836
28 $ 74,013 $ 75,800 $ 77,585 $ 79,376 $ 81,160 $ 82,948
29 $ 76,890 $
78,748 $ 80,605 $ 82,467 $ 84,324 $ 86,181
30 $ 79,884 $ 81,816 $ 83,747 $ 85,684 $ 87,615 $ 89,547
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APPENDIX G 
CITY OF NEWBURGH 
SICK LEAVE CERTIFICATION FORM 
PART A (To Be Completed By Employee):
Employee’s Name:____________ ,________________ _ _ _ _ _ _ _ _ _ _ _ _________________
Position Held:,_______________ _____ ___________________ _ ______  _____ __
Department:____________________________  '___________ _ ______ ____ _ _________
Dates Sick Leave Used: From: _________________ _ ____ _________________________________
To:_______ ____________ __
Date Employee Returned to Work: __________________________ :_______________;____________H --H -4 •{ -f t 4-444 4-4 -H 4  V I 1-44444444-44-H-4-
PART B (To Be Completed By Employee’s Doctor):
I , ...... ......._.._ ........ .........................am a physician osteopath dentist (strike titles which do
not apply] authorized by law to practice in the State o f New York and I affirm the following to be true 
under the penalties o f perjury.
I examined the above named employee in my office on ____ _________ .____and I hereby
certify that the above named employee was medically or physically unable to perform the duties of his/her
position with the City of Newburgh during the period___  to ______  ______I
further certify that the employee is now able to return to work for full duty.
(Signature of Doctor) Date
Please Print or Type: Doctor’s Name:_________
Address: _______________ _ _ _ _ ____
-1 -? \ H 4 44-+44 T FH 4444-44+4444-44H -4444444 H  t 4- M 4-+444444H44H4H4 4 H4  ) 1 1 1 l - f H F H F H  
PART C (Employee’s Signature):
I have reviewed the above and hereby certify the statements to be true and accurate.
(Employee’s Signature) (Date)
H -H- S-H  H  4 4 4 4 4 -H-K-H-t-HH- H -4 4 4 4 4 4 4 4 4 4 4 4 4 4 + 4 -4 -4 4 4  H - l 1 1 14-
PART D (To Be Completed By Department Head or Designee):
Date Form Submitted to Department: _ _ _ _ _ _ _ _ _______________ ____________ _____ _ ______
Received By:__________ _______ _____________________________________________ _
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APPENDIX G 
PAGE ONE
CITY OF NEWBURGH/CSEA 
GRIEVANCE FORM1
Employee Name: 
Home Address: _ 
Home Phone #: _
Department:___
Title:_________
Membership No.
GRIEVANCE
Contract Article or Clause Violated or Involved:_______________________________
Date of Occurrence:_______________ ________________________________ _
Statement of Facts -  Include names, dates, and a factual description of what happened:
Remedy Sought:
Employee’s Signature: Date:
1 NOTE: A COPY OF THIS FORM IS TO BE RETAINED BY THE EMPLOYEE/UNION REPRESENTATIVE 
AND APPROPRIATEE DEPARTMENT/CITY OFFICAL AT EACH STEP OF THE GRIEVANCE 
PROCEDURE. A COPY OF THIS FORM AND THE DECISION AT EACH STEP OF THE PROCEDURE IS TO 
FORWARDED TO THE ASSIGNED CSEA LABOR RELATIONS SPECIALIST.
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STEP 1 -  IMMEDIATE SUPERVISOR
Name of Supervisor:_______________________________
Date Submitted
to S upend so n __________ ______________ Received By:
Supervisor's Decision; The above 2 
rievance is ___granted . denied.
Additional Comments: ' ______ _ ____ __________
Supervisor’s Signature:_____________________________  Date:
Decision Received by Employee O n:________________________
I _accept this decision
I _do not accept this decision and wish to appeal
Employee Signature:_______________________________  Date:
STEP 2 -  DEPARTMENT HEAD
To: ____________________________
Name of Department Head/
I hereby appeal the above state grievance and Supendsor’s decision regarding same pursuant to 
the grievance procedure set forth in the City of Newburgh/CSEA contract.
Employee Signature:_______________ _ ______________  Date: _ ___________
Date Submitted to
Department Head: ____________________________ „_____ Received By:____________
Department Head’s Decision: The above grievance is ____ granted_____denied.
Additional Comments:_____________________________________________ I
Department Head’s Signature:______  ■___________ _ _____ Date:
Decision Received by Employee O n:_____________________ ________
I _____accept this decision.
I _____do not accept this decision and wish to appeal.
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Employee Signature: ______________ ______ _ Date:
STEP 3 -  CITY MANAGER
To: _ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
City Manager
I hereby appeal the above state grievance and Department Head’s decision regarding same 
pursuant to the grievance procedure set forth in the City of Newburgh/CSEA contract.
Employee Signature:_____________________________________ Date:_____________
Date Submitted
to City Manager: ______________________ Received B y:___________ _ ___________
City Manager's Decision: The above grievance is_______ granted_____ denied.
Additional Comments:______________________________________________________
City Manager’s Signature:_________________________________Date
Decision Received by Employee On: _________ _ __________________
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